University of South Florida

Scholar Commons
Graduate Theses and Dissertations

Graduate School

January 2012

Academic Affairs Officers: An Application of the
American Association of Community Colleges
Competencies for Community College Leaders
Misty Renee Price
University of South Florida, mpricecpa@tampabay.rr.com

Follow this and additional works at: http://scholarcommons.usf.edu/etd
Part of the Educational Administration and Supervision Commons, and the Other Education
Commons
Scholar Commons Citation
Price, Misty Renee, "Academic Affairs Officers: An Application of the American Association of Community Colleges Competencies
for Community College Leaders" (2012). Graduate Theses and Dissertations.
http://scholarcommons.usf.edu/etd/4389

This Dissertation is brought to you for free and open access by the Graduate School at Scholar Commons. It has been accepted for inclusion in
Graduate Theses and Dissertations by an authorized administrator of Scholar Commons. For more information, please contact
scholarcommons@usf.edu.

Academic Affairs Officers: An Application of the American Association of Community
Colleges Competencies for Community College Leaders

by

Misty Renee Price

A dissertation submitted in partial fulfillment
of the requirements for the degree of
Doctor of Philosophy
in Curriculum and Instruction
Department of Adult, Career, and Higher Education
College of Education
University of South Florida

Major Professor: Donald Dellow, Ed.D.
W. Robert Sullins, Ed.D.
Thomas Miller, Ed.D.
Robert Dedrick, Ph.D.
Date of Approval:
November 1, 2012

Keywords: Chief Academic Officer, Vice President Instruction, AACC, Leadership
Skills and Abilities, Leadership Development Experiences
Copyright © 2012, Misty Renee Price

DEDICATION
I dedicate this dissertation to my wonderful husband, James. Thank you so much
for your love, encouragement, support, and patience as I have worked to obtain a CPA
license, a Master of Accountancy and a Ph.D. while we have been married. You have
sacrificed so much, especially time. I will forever be grateful, and now, we can “get on
with life!” I love you!
I also dedicate this dissertation to my beautiful daughter Hannah Renee. I am so
thankful that I am finishing this now so that I can have lots of time to spend with you! I
hope to teach you that goals can be reached – with determination, perseverance, and a lot
of hard work! I look forward to being a part of your journey!

ACKNOWLEDGMENTS
I would like to thank the members of my dissertation committee for taking the
time to serve on my dissertation committee and for serving as mentors throughout this
process. I am so thankful to have had a committee that not only challenged me, but also
encouraged me. Dr. Dellow, you have been an absolute joy to work with as my Major
Professor. I am grateful for your encouragement, eye for detail, experience as a
practitioner, patience, and kind words during this process. Dr. Sullins, you were one of
my first professors in this program and set the bar high. I am grateful for your experience
as a practitioner as well and kind words during this process. Dr. Miller, I am grateful for
the dynamic that you brought to the committee. Thank you also for your eye for detail,
challenging questions, and making time to meet with me when your schedule was
extremely busy. Dr. Dedrick, I am grateful for your statistical expertise, kind words, and
encouragement during this process. I truly feel that your recommendations related to my
statistical analysis made the end product better.
I would like to thank Christopher Duree, Ph.D. for allowing me to use any piece
of his survey or dissertation to assist in my research. Your kindness made many aspects
of completing my dissertation much more efficient. I hope that I have an opportunity to
extend the same kindness in the future to help another reach their goal of obtaining a
doctorate degree.

I would like to thank Kelly Lapp for the use of countless hours of your formatting
and editing expertise. As I said all along, I am a “numbers” person, and having you
available also made many aspects of completing my dissertation much more efficient.
I would like to thank Burton Harres, Ph.D. for taking the time to talk with me
about serving as an Academic Affairs Officer. You provided great insight as to the
various aspects of the position. In addition, thank you for taking the time out of your
busy schedule to participate in both a cognate interview and my pilot study.

TABLE OF CONTENTS
LIST OF TABLES ............................................................................................................. iii
ABSTRACT ...................................................................................................................... vii
CHAPTER 1: INTRODUCTION ........................................................................................1
Background ..............................................................................................................1
Statement of the Problem .........................................................................................4
Purpose of the Study ................................................................................................5
Research Questions ..................................................................................................6
Definition of Terms..................................................................................................9
Delimitations ..........................................................................................................10
Limitations .............................................................................................................10
Significance of the Study .......................................................................................11
CHAPTER 2: REVIEW OF THE LITERATURE ............................................................13
Introduction ............................................................................................................13
The Community College in America .....................................................................13
Academic Affairs Officer ......................................................................................18
The Leadership Crisis of Community Colleges .....................................................23
The Importance of Leadership ...............................................................................26
American Association of Community Colleges: Leadership Competency
Framework .......................................................................................................30
Leadership Development Experiences ...................................................................36
Summary ................................................................................................................41
CHAPTER 3: METHOD ...................................................................................................43
Introduction ............................................................................................................43
Research Design.....................................................................................................44
Sample and Sampling Procedures ..........................................................................45
Variables of Interest ...............................................................................................46
Instrument and Measures .......................................................................................48
Data Collection Procedures....................................................................................51
Pilot Study..............................................................................................................52
Treatment of Missing Data ....................................................................................55
Data Analysis Procedures ......................................................................................56
Protection of Human Subjects/Ethics ....................................................................61
Summary ................................................................................................................61

i

CHAPTER 4: RESULTS ...................................................................................................62
Introduction ............................................................................................................62
Overview of the Study ...........................................................................................62
Demographics of Academic Affairs Officers ........................................................64
Statistical Analysis – Research Questions .............................................................68
Comparison: Similar Studies on Importance and Preparedness ...........................98
Comparison: Similar Studies on Leadership Development Experiences ...........101
Summary ..............................................................................................................102
CHAPTER 5: DISCUSSION...........................................................................................103
Introduction ..........................................................................................................103
Summary of the Study .........................................................................................103
Implications for Practice ......................................................................................120
Implications for Future Research .........................................................................123
Limitations of this Study......................................................................................124
Significance of this Study ....................................................................................125
REFERENCES ................................................................................................................126
APPENDICES .................................................................................................................134
Appendix A: AACC Competencies for Community College Leaders
(2005) .............................................................................................................135
Appendix B: Academic Affairs Officer Leadership Competency and
Demographic Survey .....................................................................................139
Appendix C: Duree (2007) Dissertation Study Findings ....................................150
Appendix D: Hassan (2008) and Kools (2010) Dissertation Study
Findings..........................................................................................................155
Appendix E: Use of Survey Instrument: Christopher Duree, Ph.D. ..................161
Appendix F: Duree (2007) Survey Instrument ...................................................163
Appendix G: Pearson Product-Moment Correlation Coefficients (r) and
Unstandardized (b) and Standardized (Beta) Regression Coefficients:
Composite Mean Ratings of Importance .......................................................179
Appendix H: Pearson Product-Moment Correlation Coefficients (r) and
Unstandardized (b) and Standardized (Beta) Regression Coefficients:
Composite Mean Ratings of Preparation .......................................................182
Appendix I: University of South Florida IRB Letter ..........................................188
ABOUT THE AUTHOR ....................................................................................... End Page

ii

LIST OF TABLES
Table 1:

Cronbach’s alpha (α) Results ........................................................................50

Table 2:

Demographic Information of Academic Affairs Officers (n=102) ..............64

Table 3:

Institution Demographics of Academic Affairs Officers..............................65

Table 4:

Challenging Constituent Groups (n=102).....................................................66

Table 5:

Greatest Areas of Concern (n=102) ..............................................................67

Table 6:

Ratings of the Importance of the AACC Leadership Competency
Areas to the Effective Leadership in Leading Academic Affairs
(n=102)..........................................................................................................68

Table 7:

Mean Scores and Percentages Using Frequency Totals:
Communication Leadership Competency Area (n=102) ..............................69

Table 8:

Mean Scores and Percentages Using Frequency Totals:
Organizational Strategy Leadership Competency Area (n=102) ..................70

Table 9:

Mean Scores and Percentages Using Frequency Totals: Community
College Advocacy Leadership Competency Area (n=102) ..........................71

Table 10:

Mean Scores and Percentages Using Frequency Totals: Collaboration
Leadership Competency Area (n=102) .........................................................72

Table 11:

Mean Scores and Percentages Using Frequency Totals:
Professionalism Leadership Competency Area (n=102) ..............................73

Table 12:

Mean Scores and Percentages Using Frequency Totals: Resource
Management Leadership Competency Area (n=102) ...................................74

Table 13:

Comparisons of the AACC Leadership Competency Area Composite
Mean Ratings of Importance (n=102) ...........................................................76

Table 14:

Pearson Product Moment Correlation Coefficients (r) (n=102) ...................77

Table 15:

Variable Classifications ................................................................................78

Table 16:

Pearson Product-Moment Correlation Coefficients (r) (n=102)...................79
iii

Table 17:

AACC Leadership Competency Area Composite Mean Ratings of
Importance R Square Values, F Statistics, and p-Values (n=102) ................81

Table 18:

Pearson Product-Moment Correlation Coefficients (r) and
Unstandardized (b) and Standardized (Beta) Regression Coefficients:
Organizational Strategy Leadership Competency Area (n=102) ..................81

Table 19:

Pearson Product-Moment Correlation Coefficients (r) and
Unstandardized (b) and Standardized (Beta) Regression Coefficients:
Resource Management Leadership Competency Area (n=102) ...................82

Table 20:

Pearson Product-Moment Correlation Coefficients (r) and
Unstandardized (b) and Standardized (Beta) Regression Coefficients:
Collaboration Leadership Competency Area (n=102) ..................................83

Table 21:

Composite Mean Ratings of the Perceptions of the Level of
Professional Preparation of Academic Affairs Officers Summarized
by AACC Leadership Competency Area (n=102) .......................................84

Table 22:

Mean Scores and Percentages Using Frequency Totals:
Communication Leadership Competency Area (n=102) ..............................85

Table 23:

Mean Scores and Percentages Using Frequency Totals: Community
College Advocacy Leadership Competency Area (n=102) ..........................86

Table 24:

Mean Scores and Percentages Using Frequency Totals:
Professionalism Leadership Competency Area (n=102) ..............................87

Table 25:

Mean Scores and Percentages Using Frequency Totals: Collaboration
Leadership Competency Area (n=102) .........................................................88

Table 26:

Mean Scores and Percentages Using Frequency Totals:
Organizational Strategy Leadership Competency Area (n=102) ..................89

Table 27:

Mean Scores and Percentages Using Frequency Totals: Resource
Management Leadership Competency Area (n=102) ...................................91

Table 28:

Comparisons of the AACC Leadership Competency Area Composite
Mean Ratings of the Level of Professional Preparation (n=102) .................93

Table 29:

Pearson Product Moment Correlation Coefficients (r) (n=102) ...................94

Table 30:

AACC Leadership Competency Area Composite Mean Ratings of
the Level of Professional Preparation R Square Values, F Statistics,
and p-Values (n=102) ...................................................................................96
iv

Table 31:

Rankings of the Most Beneficial Leadership Development
Experiences (n=102) .....................................................................................97

Table 32:

Mean Composite Ratings of Importance for each of the AACC
Leadership Competency Areas: Comparison with Hassan’s (2008)
and Kools’s (2010) Studies ...........................................................................99

Table 33:

Two Most and Least Important Identified Leadership Competencies
for each AACC Leadership Competency Area (n=102) .............................107

Table 34:

Two Most and Least Prepared to Perform Identified Leadership
Competencies for each AACC Leadership Competency Area
(n=102)........................................................................................................113

Table C1:

Percentages of Preparedness and Importance .............................................150

Table D1:

Mean Ratings of Importance.......................................................................155

Table G1:

Pearson Product-Moment Correlation Coefficients (r) and
Unstandardized (b) and Standardized (Beta) Regression Coefficients:
Communication Leadership Competency Area (n=102). ...........................179

Table G2:

Pearson Product-Moment Correlation Coefficients (r) and
Unstandardized (b) and Standardized (Beta) Regression Coefficients:
Community College Advocacy Leadership Competency Area
(n=102). .......................................................................................................180

Table G3:

Pearson Product-Moment Correlation Coefficients (r) and
Unstandardized (b) and Standardized (Beta) Regression Coefficients:
Professionalism Leadership Competency Area (n=102). ...........................181

Table H1:

Pearson Product-Moment Correlation Coefficients (r) and
Unstandardized (b) and Standardized (Beta) Regression Coefficients:
Organizational Strategy Leadership Competency Area (n=102). ...............182

Table H2:

Pearson Product-Moment Correlation Coefficients (r) and
Unstandardized (b) and Standardized (Beta) Regression Coefficients:
Resource Management Leadership Competency Area (n=102). ................183

Table H3:

Pearson Product-Moment Correlation Coefficients (r) and
Unstandardized (b) and Standardized (Beta) Regression Coefficients:
Communication Strategy Leadership Competency Area (n=102). .............184

Table H4:

Pearson Product-Moment Correlation Coefficients (r) and
Unstandardized (b) and Standardized (Beta) Regression Coefficients:
Collaboration Leadership Competency Area (n=102). ...............................185
v

Table H5:

Pearson Product-Moment Correlation Coefficients (r) and
Unstandardized (b) and Standardized (Beta) Regression Coefficients:
Community College Advocacy Leadership Competency Area
(n=102). .......................................................................................................186

Table H6:

Pearson Product-Moment Correlation Coefficients (r) and
Unstandardized (b) and Standardized (Beta) Regression Coefficients:
Professionalism Leadership Competency Area (n=102). ...........................187

vi

ABSTRACT
Over the last two decades, several studies have confirmed that there is a
leadership crisis among the nation’s community colleges. In response to this leadership
crisis, the American Association of Community Colleges [AACC] commissioned the
development of a leadership competency framework consisting of six leadership
competency areas deemed “either ‘very’ or ‘extremely’ essential to the effective
performance of community college leaders.” Since the release of this framework, limited
research has been conducted on the importance of and the preparation in the identified
competencies. The majority of research that has been conducted has focused on the
position of president, even though there are several leadership positions within
community colleges that are facing a leadership crisis. One such position is that of
academic affairs officer.
This study had two purposes. The first was to extend the research that has been
conducted on the AACC leadership competencies by examining how community college
academic affairs officers perceived the importance of and their own level of professional
preparation in the identified competencies. The second was to examine the leadership
development experiences that academic affairs officers identified as the most beneficial
to their professional development as academic affairs officers.
This study was a quantitative, descriptive, correlational design and used a
questionnaire to collect data. The population for this study was academic affairs officers
at public community colleges in the United States. The academic affairs officers that
vii

were included in the population were identified from the membership directory of the
AACC. The survey instrument used for this study was based on the AACC leadership
competency framework, as modified by Duree, which included 45 leadership
competencies summarized into six leadership competency areas: organizational strategy,
resource management, communication, collaboration, community college advocacy, and
professionalism. Using two four-point scales, academic affairs officers (n=102) were
asked to rate the importance of and their own level of professional preparation in the
identified competencies. The survey instrument also asked academic affairs officers to
rank the top five leadership development experiences that they feel have been the most
beneficial to their professional development as academic affairs officers.
In general, academic affairs officers believe that the AACC leadership
competency areas are important for effective leadership in leading academic affairs. The
most important leadership competency area was communication, followed by
organizational strategy, community college advocacy, collaboration, professionalism, and
resource management. In addition, academic affairs officers perceive that they are
moderately or very well-prepared to perform many but not all of the identified
competencies. For those identified competencies that academic affairs officers did not
feel as prepared to perform, several were rated as important for effective leadership.
Academic affairs officers ranked progressive job responsibilities as the leadership
development experience felt to be the most beneficial to their professional development
as academic affairs officers. Academic affairs officers then ranked challenging job
assignments; participation in institutional task forces, committees, and commissions; and
networking as the second, third, and fourth most beneficial leadership development
viii

experiences, respectively. The fifth most beneficial leadership development experience
was networking, followed by attendance at conferences and specialized workshops.
Based upon frequency totals, university-based degree programs and mentoring (role as
mentee, not mentor) were also considered beneficial leadership development experiences.
The significance of this study is that it provides practical, relevant, and timely
information for both current practicing academic affairs officers and those who aspire to
lead public community colleges in the position of academic affairs officer. The results of
this study have several implications for practice. These implications include: to inform
those persons seeking academic affairs officer positions of the relative importance of the
AACC leadership competencies and the leadership development experiences deemed to
be the most beneficial by a sample of incumbents; to inform leaders of higher education
and professional development programs of the leadership competencies that should
perhaps be included in the curricula of their programs; and to provide resources to be
used by search committees in formulating desired qualifications and, later, in
interviewing candidates for the position of academic affairs officer.
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CHAPTER 1
INTRODUCTION
Background
Community Colleges are vital institutions in American higher education. Since
their creation in the early 1900s, when they were called junior colleges, they have
evolved from colleges offering the first two years of a baccalaureate degree to colleges
that are committed to offering a myriad of programs and services in fulfilling the broad
mission of serving their communities. Many of the early public community colleges
grew as extensions of local secondary school systems. Local school superintendents and
school boards conducted oversight of these institutions. Cohen and Brawer (2003) state:
Community colleges grew as a result of the need for workers trained to
operate the nation’s expanding industries; the lengthened period of
adolescence, which mandated custodial care of the young for a longer
time; and the drive for social equality, which supposedly would be
enhanced if more people had access to higher education. (p. 1)
Today, local boards of trustees conduct oversight of public community colleges.
The board members are elected by constituencies of the community college service areas,
or they are appointed by local or state-level political bodies or officials. The members of
these boards work directly with the chief executive officer of an institution, known as the
president. The president is responsible for the overall leadership of an institution, doing
so with the assistance of an administrative team, members of which provide leadership
for individual functional areas of the college operations to ensure that the institution is
fulfilling its stated vision and mission. Administrative leadership positions of the
1

various functional areas of community colleges vary among institutions, but they
generally include individuals providing leadership and management for the areas of
academic affairs, student affairs, and business affairs.
The mission of “serving the local community” has required that community
colleges change their programming as their communities’ needs changed. Today, public
community colleges provide many diverse opportunities for individuals. Individuals can
complete the first two years of their baccalaureate degrees; obtain vocational and
technical education to provide the workforce needed in local communities; obtain
developmental education in basic skills such as reading, writing, and mathematics; and
earn non-credit, continuing education programming in both professional and leisure
areas. In recent years, the changing needs of many communities have resulted in some
institutions offering selected baccalaureate degrees.
In addition, the demographics of the students who attend public community
colleges have changed and continue to do so. According to Boswell and Wilson (2004),
“the student population will become increasingly diverse in every way: more students of
color, more English language learners, more first-generation college students, more adult
learners, and more students from low-income families” (p. 8).
“Effective community college leadership is critical to meeting the societal needs
of the twenty-first century” (Boggs, 2003, p. 17). Research confirms that there is much
concern surrounding the retirement of the current leaders of these institutions and how
best to prepare individuals who will be leading these institutions in the future. Over the
last several years, the American Association of Community Colleges [AACC] has
considered these concerns to be priorities for the nation’s community colleges.
2

In the summer of 2003, the AACC was awarded a grant by the W.K. Kellogg
Foundation, which was called “Leading Forward,” to address these concerns. The result
was the development of a leadership competency framework consisting of six leadership
competency areas deemed “either ‘very’ or ‘extremely’ essential to the effective
performance of community college leaders” (AACC, 2005, p. 2). The competency areas
include 45 identified leadership competencies. This framework was released in April of
2005, and, according to the AACC:
The framework has wide utility for both individuals and institutions. It
helps emerging leaders chart their personal leadership development
progress. It provides program developers with curricular guidelines.
Institutionally, it informs human resources departments with direction for
staff recruitment, hiring, rewards, and professional development. (AACC,
2005, p. 2)
Since the release of the AACC leadership competency framework in 2005, several
dissertation studies have been conducted on the importance of this leadership competency
framework for current and future community college leaders (Bechtel, 2010; Conover,
2009; Curphy, 2011; Duree, 2007; Gascon-Brewton, 2011; Haney, 2008; Hassan, 2008;
Kools, 2010; Rabey, 2011; Reid-Bunch, 2006; Rodkin, 2011; Schmitz, 2008; Stubbe,
2008). Eight of these dissertations have focused on the position of president. In addition
to the leadership position of president, community college leaders include academic
affairs officers, student affairs officers, campus provosts, business affairs officers, and
faculty department chairs. The remaining five dissertations have included a limited
segment of these additional leadership positions in their studies. No dissertations studies
have been conducted on a national basis specifically focused on the leadership position of
academic affairs officer using the AACC leadership competency framework.
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Statement of the Problem
Over the last two decades, several studies have confirmed that there is a
leadership crisis among the nation’s community colleges. This crisis is of most concern
to those on college campuses who have presidents and other administrators who are
approaching or are past the normal retirement age. Those in leadership positions in
community colleges include presidents, academic affairs officers, student affairs officers,
campus provosts, business affairs officers, and faculty department chairs.
This leadership crisis is due to several factors. These factors include: retirements
(Cejda & Leist, 2006; Duree, 2007; O’Banion, 2006; Shults, 2001; Weisman & Vaughan,
2007); positions vacated for reasons other than retirement (Cejda, et al., 2001; Murray, et
al., 2000; Mann, 2010); a dearth of people willing to accept the challenges faced by those
in leadership positions (Boggs, 2003; Duree, 2007; Hockaday & Puyear, 2000; Kasper,
2002; Mann, 2010; Mellow & Heelan, 2008; Sullivan, 2001); and people being willing
but unprepared to assume a leadership position (Piland & Wolf, 2003).
In response to this leadership crisis, the AACC released a leadership competency
framework consisting of six leadership competency areas deemed “either ‘very’ or
‘extremely’ essential to the effective performance of community college leaders”
(AACC, 2005, p. 2). Since the release of this framework, limited research has been
conducted on the importance of and the preparation in the identified competencies. The
majority of the research that has been conducted has focused on the position of president,
even though there are several leadership positions within community colleges that are
facing the same anticipated retirements.
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One of those leadership positions is that of an academic affairs officer. Academic
affairs officers are individuals who have the highest academic administrative
responsibilities at a community college. In addition, as reported in 2008 by the American
Council on Education (Eckel, et al., 2009), 60.1% (n=460) of academic affairs officers at
public, associate degree-granting institutions in the nation noted that they were in the
number two position behind the president/chancellor (CEO) of their institution. As a
result, it is imperative that research related to the AACC leadership competencies be
extended to individuals who serve in this leadership position.
Finally, leadership development is essential to ensuring that both current and
future leaders are properly prepared for their roles as leaders within the nation’s
community colleges. Filan (1999) states that succession planning has not been viewed as
a strategic responsibility of community colleges. Contemporary scholars have stated the
importance of the roles of institutions in leadership development (Piland & Wolf, 2003;
Shults, 2001; Wiessner & Sullivan, 2007) as well as individuals in their own leadership
development (Ebbers, et al., 2010). Research that identifies the leadership development
experiences that are the most beneficial to those currently in leadership positions will
encourage those who aspire to be community college leaders to participate in experiences
that develop the leadership skills and abilities necessary for the continued success of the
nation’s community colleges.

Purpose of the Study
The primary purpose of this study is to extend the research that has been
conducted on the AACC leadership competencies by examining how community college
5

academic affairs officers perceive the importance of and their own level of professional
preparation in the identified competencies. The secondary purpose of this study is to
examine the leadership development experiences that academic affairs officers identify as
the most beneficial to their professional development as academic affairs officers.

Research Questions
This study is designed to answer the following questions:
1. How do academic affairs officers rate the importance of the AACC leadership
competencies to their effective leadership in academic affairs?
2. What is the relationship between the ratings of the importance of the
leadership competencies by academic affairs officers and the following
factors:
a. Age
b. Gender
c. Full-time equivalent (FTE) enrollment
d. Structure of Institution – Union and Non-Union
e. Years of Experience in other academic administrative positions (i.e.,
faculty department chair, division director)
f. Years of Experience in the academic affairs officer position?
3. What is the self-perceived level of professional preparation of academic
affairs officers with respect to the AACC leadership competencies?
4. What is the relationship between the self-perceived level of professional
preparation of academic affairs officers and the following factors:
6

a. Age
b. Gender
c. Full-time equivalent (FTE) enrollment
d. Structure of Institution – Union and Non-Union
e. Years of Experience in other academic administrative positions (i.e.,
faculty department chair, division director)
f. Years of Experience in the academic affairs officer position?
5. What leadership development experiences do academic affairs officers
identify as the most beneficial for their professional development as academic
affairs officers?
Research question Number One is intended to examine the importance of each of
the leadership competencies identified by the AACC as being essential to the effective
performance of community college leaders in academic affairs at public community
colleges. Respondent results will be summarized for each of the six leadership
competency areas and the identified leadership competencies.
Research question Number Two is intended to examine whether relationships
exist between the ratings of importance of the leadership competencies by academic
affairs officers and the following factors: age, gender, full-time equivalent (FTE)
enrollment, structure of institution – union and non-union, years of experience in other
academic administrative positions, and years of experience in the academic affairs officer
position. Respondent results will be summarized for each of the six leadership
competency areas.
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Research question Number Three is intended to examine the self-perceived level
of professional preparation of academic affairs officers at public community colleges
with respect to the leadership competencies identified by the AACC as being essential to
the effective performance of community college leaders. Respondent results will be
summarized for each of the six leadership competency areas and the identified leadership
competencies.
Research question Number Four is intended to examine whether relationships
exist between the self-perceived level of professional preparation of the leadership
competencies of academic affairs officers and the following factors: age, gender, fulltime equivalent (FTE) enrollment, structure of institution – union and non-union, years of
experience in other academic administrative positions, and years of experience in the
academic affairs officer position. Respondent results will be summarized for each of the
six leadership competency areas.
Research question Number Five is intended to examine the leadership
development experiences that academic affairs officers at public community colleges
identify as the most beneficial to their professional development as academic affairs
officers. Respondent results will be summarized by rankings, one through five.
The survey instrument used for this study is based on the AACC leadership
competency framework, as modified by Duree (2007), which includes 45 leadership
competencies summarized into six leadership competency areas: organizational strategy,
resource management, communication, collaboration, community college advocacy, and
professionalism. The survey instrument will use the AACC competencies as modified by
Duree (2007), using a 4-point scale to ask academic affairs officers to rate the importance
8

of and their own level of professional preparation in the identified competencies. The
survey instrument will also ask academic affairs officers to rank the top five leadership
development experiences that they feel have been the most beneficial to their professional
development as academic affairs officers and answer a series of demographic information
questions.

Definition of Terms
Academic Affairs Officer – the individual with the highest academic administrative
responsibilities within an institution or at a campus within a multi-campus institution
designated as having academic affairs officer responsibilities. This position most
commonly reports directly to the president or a campus president if a multi-campus
institution. In the literature, this position is also referred to as chief academic officer,
vice president of instruction, vice president of academic affairs, and dean of instruction.
American Association of Community Colleges – a national organization based in
Washington, D.C. that has the primary purpose of advocating for issues such as funding,
policies, programs, research, and teaching and learning that affect the nation’s
approximate 1,200 private and public community colleges.
Community College – an institution of higher education that primarily offers 2-year
degrees, such as the Associate of Arts, Associate of Science, and Associate of Applied
Science, as well as vocational, workforce development and technical training, General
Education Development [GED] preparation, developmental education, and baccalaureate
degrees.

9

Full-time equivalent (FTE) enrollment – the funding formula used by state governments
for degree-granting programs at public community colleges, which is calculated by
summing total student hours and then dividing by 30. For non-degree granting programs
offered, 900 contact hours equals one FTE.
Leadership Competency – abilities and skills that are necessary to provide effective
leadership in an administrative position.
Public Community College – an institution of higher education that receives the majority
of its funding from governmental entities and that primarily offers 2-year degrees, such as
the Associate of Arts, Associate of Science, and Associate of Applied Science, as well as
vocational, workforce development, and technical training, GED preparation,
developmental education, and baccalaureate degrees.

Delimitations
The population for this study is academic affairs officers at public community
colleges in the United States. Therefore, the findings resulting from this research design
can be generalized only to this population.

Limitations
This study is limited in the following manners:
•

A potentially low response rate as well as missing data from survey
instruments returned.

•

The only type of institution being examined as part of this study is public
community colleges. Within the last decade, many public community
10

colleges have been granted legislative authority to confer baccalaureate
degrees. Due to this legislative change, these institutions are considered state
colleges rather than community colleges. However, as one of their missions
remains that of a public community college (conferring 2-year degrees;
offering vocational and technical education, GED certificates, and
developmental education), these institutions will be included as public
community colleges for purposes of this study. Private community colleges
and both public and private 4-year colleges and universities are excluded from
this study.
•

The leadership competencies being examined as part of this study are those
identified by the AACC. Additional leadership attributes, competencies,
and/or skills that are provided throughout the literature are excluded from this
study.

•

The findings of this study are the result of the self-perceptions of the
respondents of the survey instrument. The opinions of supervising direct
reports, peers, and others who might have valuable input regarding
respondents’ leadership skills and abilities have been excluded from this
study.

Significance of the Study
This study seeks to offer practical, relevant, and timely information for both
current practicing academic affairs officers and those who aspire to lead public
community colleges in the position of academic affairs officer. This information includes
11

the importance of the leadership competencies identified by the AACC as essential to the
effective performance of community college leaders in leading academic affairs and the
level of professional preparation of academic affairs officers with respect to the
leadership competencies. In addition, this information includes the leadership
development experiences that academic affairs officers identify as the most beneficial to
their professional development as academic affairs officers.
The leadership competencies identified by the AACC are the leadership skills
and abilities that have been confirmed as important through research to the effective
performance of community college leaders. Therefore, they are the leadership
competencies identified through research that need to be acquired and/or developed to
lead community colleges effectively.
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CHAPTER 2
REVIEW OF THE LITERATURE
Introduction
This chapter presents an overview of the foundational topics of this study. The
foundational topics are: the evolving mission of community colleges and the challenges
that community colleges are expected to face during the 21st century; the responsibilities
of academic affairs officers in community colleges, relevant demographic information,
and the importance of this position in effectively leading community colleges; the
leadership crisis within the nation’s community colleges; the importance of leadership
within organizations and the skills and abilities that have been confirmed important for
leaders; the leadership competency framework for community college leaders provided
by the American Association of Community Colleges [AACC]; and the leadership
development experiences that community college leaders have identified as influential to
their leadership development.

The Community College in America
Community colleges are a vital constituent of higher education in America.
Mellow & Heelan (2008) state:
The community college is the only distinctively American form of higher
education. It is uniquely American in its ideals, welcoming anyone with a
high school diploma or a high school equivalency certificate (such as the
GED credential). It is committed to trying to create success for all manner
of students who enter its doors, with systems of developmental education
for students who have a high school diploma in name but who do not have
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high school-level skills, and with multiple levels of job skills development
programs. (p. 10)
The AACC reported that, in the fall of 2008, total headcount enrollment at the
nation’s community colleges was 12.4 million students. Of these students, 60% were
enrolled part-time; 58% were female; and 45% indicated that they were members of
minority groups. For the 2007-2008 academic year, the average age of community
college students was 28, with the median age being 23. Forty-two percent of students
were first-generation college students; 13% indicated that they were single parents; 12%
indicated that they were students with disabilities; 59% of full-time students indicated
that they were employed part-time; and 46% of students indicated that they received
some form of financial aid. The AACC reported that for the Fall 2008 semester,
community college students comprised 44% of all undergraduate students in the United
States (http://www.aacc.nche.edu/AboutCC/Documents/FactSheet2011.pdf).
Due to the multiple roles that community colleges fill for their constituents and
the demographics of students served, those who lead community colleges face many
challenges. Many contemporary scholars have provided numerous examples of the
challenges that community colleges currently face and are expected to face in the future.
Sullivan (2001) listed the following challenges for community colleges:
•

a continuing scarcity of resources

•

changing student and staff demographics

•

a shift in emphasis from teaching to student learning and learning outcomes
assessment

14

•

technological developments that absorb an increasing proportion of the
operating budget, challenge traditional instructional methods, and require
significant retraining of staff and faculty members

•

increasing regulation by external agencies and demands for shared
governance from internal constituents

•

public skepticism about their ability to meet the learning needs of
contemporary consumers

•

competition from private-sector providers of high-quality training

•

blurring of service boundaries as a result of distance learning and Internet use

•

reduced emphasis on degree completion and growing interest in other forms
of credentialing

•

a nearly unbearable barrage of information (p. 559-560).

Hockaday and Puyear (2000) identify the following changing opportunities for
community colleges: relevance in a global economy, competition from other providers of
education, the demand for distance education, accountability for student learning
outcomes, articulation between the K-12 system as well as 4-year universities, and
funding. Kasper (2002) identifies the following as future challenges: technology,
innovations in the workforce, and new entrants to the labor force. In a survey of 415
community college presidents, Duree (2007) identified the following top five challenges
facing community college leaders: fundraising, student enrollment and retention,
legislative advocacy, economic and workforce development, and faculty relations.
Finally, Boggs (2003) stated that “preparing new faculty members and leaders who are
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committed to the mission and values of community colleges is perhaps the most
significant challenge faced by community colleges” (p. 16).
In response to one of the prevalent challenges faced by community colleges,
student enrollment and retention, a national initiative – Achieving the Dream:
Community Colleges Count (ATD) – was launched in 2004 by seven constituent groups
to focus on improving student success primarily for low-income students and students of
color. ATD, initially funded by the Lumina Foundation for Education, reported much
early success. As a result of this success, on July 1, 2010, the initiative became a
nonprofit organization, Achieving the Dream, Inc. The organization currently serves 130
institutions around the nation and more than 1.6 million students. Member institutions
“maintain a high degree of access for underrepresented groups while working to increase
the percentage of students who accomplish the following: successfully complete the
courses they take; advance from remedial to credit-bearing courses; enroll in and
successfully complete gatekeeper courses; enroll from one semester to the next; and earn
degrees and/or certificates” (http://www.achievingthedream.org/aboutatd/default.tp).
Over the last three years, community colleges have been placed at the forefront of
higher education in America. In July 2009, President Barack Obama announced the
American Graduation Initiative. The purpose of the initiative was to encourage
Americans to represent the highest proportion of college graduates in the world by 2020.
The initiative originally called to increase the number of community college graduates
(certificates and associate degrees) by five million within the next decade, to create the
community college challenge fund where community colleges could compete for grant
funding for projects to improve educational and employment outcomes, to fund
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innovative strategies to promote college completion – at both 2- and 4-year institutions,
to set aside funds to modernize community college facilities, and to seek to enhance
online learning
(http://www.aacc.nche.edu/Advocacy/aginitiative/Documents/ccfactsheetpdf). Due to the
constraints placed on federal funds for other higher education initiatives, such as the
direct student lending program, and the demand for Pell Grants by low-income students,
the proposed program was not enacted.
To confirm their commitment to the completion agenda of the American
Graduation Initiative, the AACC and five other community college organizations
(American Association of Community College Trustees, the Center for Community
College Student Engagement, the League for Innovation in the Community College, the
National Institute for Staff and Organizational Development, and Phi Theta Kappa Honor
Society) formed an alliance in April 2010, committing their organizations to assist their
members to produce 50% more students with high-quality degrees and certificates by
2020. In September 2010, the AACC sent letters to member institutions informing them
of the alliance and asking them to participate in the completion challenge. As of April
2011, according to the AACC Web site, 60 member institutions and one state association
are participating in the challenge
(http://www.aacc.nche.edu/newsevents/News/articles/Pages/091020101.aspx).
Finally, in response to the challenges of globalization and economic and
workforce development, community colleges are seeking ways to provide undergraduate
education beyond that of a 2-year associate degree. As a result, many community
colleges are now offering baccalaureate degrees. Floyd and Walker (2009) report that 11
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states have authorized community colleges to award their own baccalaureate degrees and
that five additional states have approved community colleges to include baccalaureate
degrees in their offerings. Floyd and Walker (2009) also report that the baccalaureate
degrees that are being awarded are in workforce and applied fields, not in the traditional
liberal arts fields as at universities. Why are community colleges in some states now
offering baccalaureate degrees? “Simply put, ‘access’ – geographical, programmatic, and
financial” (Floyd & Walker, 2009, p. 97).
Community colleges are a vital constituent of higher education in America. They
fill multiple roles in American society and serve a diverse group of students. Their
mission is evolving, and, as a result, there are many challenges that community colleges
are facing and will face in the future. Leadership, effective leadership, will play an
essential role in the continued success of these higher education institutions in America.
Both current and future community college leaders will need to acquire and/or develop
the leadership skills and abilities necessary to lead community colleges effectively today
and in the future.

Academic Affairs Officer
Academic affairs officers are extremely important to the success of the nation’s
community colleges. “The position of Chief Academic Officer (CAO) at a community
college is of critical importance to the success of the mission of the institution”
(Anderson, et al., 2002, p. 1). “The chief academic officer (CAO) of a community
college is both the leader and manager of the academic mission of the institution”
(McKenney & Cedja, 2000, p. 745). “The CAO position is one of the most essential
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positions in the institution, and most presidents fill this position with a person who will
exercise leadership responsibly” (Kuss, 2000, p. 30).
As one of the most important positions within community colleges, the roles and
responsibilities of academic affairs officers are numerous and expanding as community
colleges evolve during the 21st century. Erwin (2000) stated that academic affairs
officers are the individuals who are primarily responsible for the instructional integrity
and curriculum development of an institution. Keim & Murray (2008) stated that
“today’s CAO needs to be familiar with legal mandates dealing with such issues as
discrimination, harassment, workplace safety, and student rights” (p. 122). Keim &
Murray (2008) also stated that academic affairs officers need to be familiar with
“workforce education, job retraining, economic development, enrollment management,
management of industrial technology, conflict resolution, budgeting, grants acquisition
and management, resource management, and planning” (p. 122).
Robin (1974) identified the following key functions of academic affairs officers at
community colleges: planning curriculum, selecting instructional staff, dealing with
collective bargaining agreements related to instructional staff, sharing responsibilities
with division chairpersons, evaluating instructional programs, coordinating staff
development, serving as an external liaison with the community, budgeting for
instruction, and serving as the assistant to the president. Further, Murray, et al. (2000)
stated that the arena in which academic affairs officers “must now play includes a large
set of constituencies and players, all with demands of their own” (p. 24). This arena
includes: “legislative and legal mandates, greater student demands for a consumerfriendly education, complex and uncertain funding issues, and enrollment management
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concerns” (p. 24). Finally, Andrews (2000) indicated that the academic affairs officer
position demands “highly competent people with a good sense of fairness, a broad view
of teaching and learning, and an ability to put together personnel, curriculum, and budget
issues” (p. 19). “The dean must be competent, trusted, consistent, have integrity, and
have an ability to resolve problems” (Andrews, 2000, p. 26).
In 2008, the American Council on Education (Eckel, et al., 2009) conducted a
survey of individuals serving as academic affairs officers at accredited, degree-granting
institutions in the United States. The purpose of the study was to gather demographic
information as well as information about the nature of the work of academic affairs
officers in higher education. The Council received responses from 1,715 academic
affairs officers from public and private doctorate, master’s, baccalaureate, associate’s,
and special-focus institutions. Of the respondents, 460 were from public, associate
degree-granting institutions.
The academic affairs officers at the public, associate degree-granting institutions
were 50% male and 50% female, with 86.2 % being white. More than 50% of the
academic affairs officers were between the ages of 51 and 60, with the average age being
55.8. Related to the nature of the work of academic affairs officers at public, associate
degree-granting institutions, 66.1% indicated that they were very satisfied in their current
position, 47.6% indicated that they had been in their current position between two and
five years, 93.3% reported directly to the president/chancellor (CEO) of the institution,
60.1% indicated that they were in the number two position behind the
president/chancellor (CEO), and 40.9% indicated that they had made their career moves
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in one institution. In addition, academic affairs officers had an average of 13.4 years
serving as full-time administrators.
The three most common immediate prior positions indicated by academic affairs
officers were dean of an academic college, other campus executive in academic affairs,
and chief academic officer or provost of a campus. The three most common current job
responsibilities are curriculum and academic program development, supervising and
managing personnel, and accountability, accreditation, and assessment.
Academic affairs officers reported that they believe that their most important job
responsibilities (three most common and in order of importance) are promoting academic
quality, setting the academic vision of the institution, and ensuring student success.
Presidents who responded to the survey agreed. Faculty, however, disagreed. Faculty
believe that the most important job responsibilities for academic affairs officers (three
most common and in order of importance) are advocating on behalf of the faculty,
promoting academic quality, and setting the academic vision of the institution.
Academic affairs officers also reported areas of frustration with their position.
The survey asked them to choose the two most frustrating aspects about their position.
The four most common and in order of greatest frustration were: never enough money,
belief of others that they are infinitely accessible, difficulty in cultivating leadership in
others, and curmudgeon faculty.
These results are similar to earlier studies that gathered demographic information
and information related to the nature of the work of academic affairs officers. Age,
gender, length of time serving in the current position, length of time serving in
administrative positions, promotion within the same institution, and the immediate past
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position held all had similar results (Amey & VanDerLinden, 2002; Keim & Murray,
2008; McKenney & Cejda, 2000; Murray, et al., 2000; Amey, et al., 2002).
Two additional findings that are important to note from the earlier studies are that
of the highest degree earned and the field of the highest degree earned. The American
Council on Education CAO Census asked academic affairs officers to indicate all of the
degrees that they had earned, not solely their highest degree. “Almost 70% of the current
deans hold the doctorate. Of those, almost 33% hold the Ph.D., and 36% hold the Ed.D;
25% of the current deans hold the master’s degree” (Vaughan, 1990, p. 29). Similar
results were found in the studies conducted by Amey and VanDerLinden (2002), Amey,
et al. (2002), Keim and Murray (2000), McKenney and Cejda (2000), and Murray, et al.
(2000). Amey and VanDerLinden (2002) also found that, “like the presidents, most
CAOs (71 percent) held an education-related doctorate” (p. 11).
Academic affairs officers are extremely important to the success of the nation’s
community colleges. They fill roles and have responsibilities that are paramount in
leading community colleges in the 21st century. Academic affairs officers are expected to
be competent, to be knowledgeable, to be trustworthy, to exhibit integrity, to resolve
conflicts, to communicate effectively with both internal and external constituents, to be
proactive in encouraging institutions to offer academic programs that have usefulness in
American society, and to assist institutions in finding ways to encourage student retention
and success in academic programs. As academic affairs officers age and begin to retire,
accept presidencies, or leave their positions for other reasons, the individuals who fill
these positions must be able to develop the leadership skills and abilities necessary to
continue the success of America’s community colleges.
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The Leadership Crisis of Community Colleges
Over the last 2 decades, several studies have confirmed that there is a leadership
crisis among the nation’s community colleges. The leadership crisis is due to several
factors, including retirements, positions vacated for reasons other than retirements,
challenges faced by those in leadership positions, and new leaders being unprepared at
the time that they assume a leadership position.
“There is clear evidence that the pending retirements in community college
leaders and the leadership pipeline pose a critical challenge to community colleges”
(Shults, 2001, p. 5). Weisman and Vaughan (2007) found in a survey conducted of
community college presidents (n=545) that 24% planned to retire within 1-3 years;
another 32% planned to retire within 4-6 years; and 28% planned to retire with 7-10
years. Duree (2007) found in a survey conducted of community college presidents
(n=415) that 79% planned to retire by 2012 and 84% by 2016. O’Banion (2006) stated
that if one-half of the approximate 1,200 community college presidents in the nation
retire and one-quarter of the approximate 3,600 chief administrators (amount includes
three vice president positions per institution) retire, then approximately 1,500 new leaders
will be needed at the top two levels. In a study conducted by Cejda and Leist (2006) of
the perceptions of academic affairs officers at community colleges from nine states,
65.2% of respondents (n=114) indicated an anticipated high turnover rate for
administrative positions, and 72.8% of respondents indicated an anticipated high turnover
rate for faculty positions. Respondents specifically identified department heads, division
directors, and presidents as the positions that were most likely to experience large
turnover rates during the next decade. Shults (2001) also stated:
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Faculty retirement looms as large as do presidential and administrative
retirements. An important component of the leadership pipeline, faculty
members often assume the roles of lower-level administrators such as
department chairs and deans who in time fill the roles of upper-level
administrators and presidents. (p. 4)
Even though retirement appears to be the most prevalent cause of the leadership
crisis among the nation’s community colleges, retirement of administrators and faculty is
only one contributing factor. Specifically related to the position of academic affairs
officers, other reasons have been cited for vacating these positions. These reasons
include assuming a presidency (Cejda, et al., 2001; Murray, et al., 2000; Mann, 2010);
transferring to a nonacademic vice president position; transferring to a different
administrative position; becoming a chief academic officer at a different institution
(Cejda, et al., 2001); and returning to a faculty position (Cejda, et al., 2001; Mann, 2010).
The survey by Murray, et al. (2000) also asked academic affairs officers (n=120) about
their propensity to leave their position. For the reasons included above in addition to
retirement, 13.7% indicated a high propensity to leave; 19.7% indicated a moderate
propensity to leave; and 66.7% indicated a low propensity to leave.
Community college leaders face many challenges. Mann (2010) reports that 43%
(n=323) of academic affairs officers believe that those individuals who occupy the
position are holding their positions for shorter periods of time compared to that of 5 years
ago. The top three reasons cited include expanded responsibilities without sufficient
resources (57%), economic issues (50%), and faculty discontent (30%). Mellow and
Heelan (2008) state the following as challenges for those in community college
leadership positions: the evolving dynamic between government and institutions, the
increased politicization of developing curriculum, “the evolving world of work and
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accompanying pressures of globalization” (p. 135), “the dramatic rise in corporate and
business partnerships” (p. 136), “the growing competition of the for-profit sector for
public education” (p. 136), and “the emergent need for private philanthropy” (p. 136).

It

is evident that community college leaders must be knowledgeable about many issues and
that these issues are a contributing factor in causing turnover in upper-level
administrative positions.
Finally, research has confirmed that there is reluctance on the part of individuals
to fill upper-level administrative positions and that adequate preparation to assume
leadership roles is a concern. Piland and Wolf (2003) state:
The steady decline in the willingness of talented faculty to assume
leadership positions, the decline in the number of candidates presenting
themselves for middle and senior administrative assignments, and the
relatively poor preparation that many of these candidates have received are
all indices of the current problem. (p. 96)
In addition, Piland and Wolf (2003) state, “Obtaining talented, properly prepared leaders
is one of the major problems – some would say the major problem – facing community
colleges at the beginning of the new century” (p. 98).
There is a leadership crisis among the nation’s community colleges. This crisis is
a result of many factors, including retirements of upper-level administrators and faculty,
frustration with challenges faced by those in community college leadership positions, the
lack of individuals who are willing to move up in the academic pipeline to assume lower
and upper-level administrative positions, and preparation for leadership positions. Both
institutions and individuals must implement processes to identify and develop the next
generation of community college leaders.
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The Importance of Leadership
Leadership has been defined in many ways. There is no clear definition for the
term leadership. Hockaday and Puyear (2000) state that there are more than 125
definitions of the term leadership found in the literature. Those within higher education
agree that effective leadership is essential for the success of these institutions. “Nothing
is more important to the success of community colleges than quality of leadership. It
influences student outcomes, faculty success, and financial stability at all levels of the
institution” (Wallin, 2009, p. 31).
Katsinas (1996) stated that even though community colleges have similar
overarching functions (i.e., a commitment to workforce development, to provide
developmental education, to be responsive to the needs of the local community, and to
open access) and student characteristics, institutional differences, such as governance,
exist. As a result, community college leaders must consider institutional differences
when managing these organizations. “What works in a large, multi-campus urban
community college system does not necessarily work in a small, rural setting, and vice
versa” (Katsinas, 1996, p. 15).
Many leadership skills and abilities have been identified for future community
college leaders. Hockaday and Puyear (2000) identified vision, integrity, confidence,
courage, technical knowledge, collaboration, persistence, good judgment, and the desire
to lead. Filan (1999) stated that the “leader of the future must be a tireless, inventive,
observant, risk-taking, and ever hopeful builder and enabler of management and
leadership teams within the college” (p. 54). Shults (2001) identified collaboration in the
governance process, mediation, knowledge of technology, tolerance for ambiguity, an
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understanding and appreciation for multiculturalism, and coalition building. Boggs
(2003) identified integrity; honesty; high ethical standards; openness to new ideas;
judgments that are fair, dispassionate, and equitable; and the ability to confront issues and
people without any bias. Wallin (2004) identified the following for the new generation of
community college leaders: be more nimble, resourceful, adaptive, political, and
sophisticated than past generations of leaders; welcome change, including the challenges
of new ideas, new programs, and new responses to old problems; have knowledge of
current and changing technology; and “continue to do more with less” (p. 31). Mellow
and Heelan (2008) have identified the following for those who currently lead and aspire
to lead community colleges: an understanding of the demographics of the student
population who attend community colleges, the ability to increase financial resources, the
ability to communicate with both internal and external constituents, vision, the ability to
build teams, the ability to inspire faculty and staff, the ability to identify institutional and
community needs, and the ability to be innovative and creative in structure and
pedagogies.
Leadership has not been clearly defined in the literature; however, it is considered
an extremely important characteristic of individuals who are in positions to influence
others. Leadership has been defined to include many different dynamic skills and
abilities and effective use of those skills and abilities are deemed to be necessary to lead
community colleges to be successful institutions. Vision, integrity, good judgment,
mediation, tolerance for ambiguity, honesty, and openness to new ideas are just a few of
the leadership skills and abilities that community college leaders should acquire and/or
develop. In addition, these leaders must be able to apply these skills and abilities to their
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respective institutions, taking into consideration that differences in the needs of their
students and communities they serve do exist.
Specific leadership skills and abilities have been identified for academic affairs
officers. Mann (2010) found in a survey of current practicing academic affairs officers
(n=323) that future academic affairs officers would need skills in the following key areas:
leadership, change management, financial management, academic planning, strategic
planning, organizational communication, and program development. Brown, et al.
(2002) found the following in a survey of academic affairs officers of the skills needed
for effective practice: effective listening and feedback skills; effective writing skills;
ability to develop and communicate a vision; conflict resolution, mediation, and
negotiation; understanding of community college mission; understanding of interpersonal
communication; effective public speaking skills; knowledge of institutional effectiveness;
assessment and analysis; curriculum development; and organization and time
management skills.
Fons (2004) completed research analyzing the leadership attributes of chief
academic officers in public community colleges. His study consisted of two populations.
The first population was chief academic officers at public community colleges in the
United States whose colleges were members of the AACC. The second population was
individuals who held an academic position and reported directly to a Chief Academic
Officer. He chose a stratified random sample of 300 individuals from the two
populations across six accreditation regions. He received a total of 101 responses from
his sample. The survey instrument that Fons used was the self-rating Leader Attribute
Inventory (LAI).
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Fons (2004) found that chief academic officers rated the following leadership
attributes as being descriptive to very descriptive of their leadership characteristics:
energetic with stamina; insightful; adaptable, open to change; visionary; achievementoriented; accountable; confident, accepting of self; willing to accept responsibility;
persistent; enthusiastic, optimistic; dependable, reliable; even disposition; committed to
the common good; personal integrity; intelligent with practical judgment; ethical;
communication; sensitivity, respect; team building; ideological beliefs are appropriate to
the group; and decision-making.
As for those who report directly to chief academic officers, Fons (2004) found
that they disagreed with the following leadership attributes that chief academic officers
felt were descriptive to very descriptive of their leadership characteristics: adaptable,
open to change; visionary; communication; team building; and decision-making. In
addition, they felt that the leadership attributes of time management and information
management were descriptive to very descriptive of chief academic officer leadership
characteristics.
Several of the leadership attributes identified by the participants in Fons’s (2004)
study are similar to the skills and abilities identified in the leadership competency
framework provided by the AACC. The AACC leadership competency area that appears
to be identified the most frequently by the chief academic officers in Fons’s (2004) study
is that of professionalism and the AACC leadership competency area that appears to be
identified the most frequently by those who report to the chief academic affairs officers in
Fons’s (2004) study is that of collaboration. These leadership competency areas, along
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with four others, have been identified by the AACC as essential to the effective
performance of community college leaders.
Leadership, effective leadership, is vital to the success of an organization.
Leadership traits and theories can be applied organizationally and individually. The term
leadership has not been defined by one definition but, rather, by many definitions.
Leaders are found throughout all levels and all types of organizations, including
institutions of higher education. With the leadership crisis among the nation’s
community colleges, identifying and developing future community college leaders is
critical. “Leading is extremely important. It is hard work. Leaders do not just happen.
Excellent leadership results from the combination of motivated talent, the right leadership
opportunity, and appropriate preparation” (Piland & Wolf, 2003, p. 98).

American Association of Community Colleges:
Leadership Competency Framework
Founded in 1920, the AACC represents almost 1,200 2-year, associate degreegranting institutions and more than 11 million students in the United States, as well as
institutions and students in Puerto Rico, Japan, Great Britain, Korea, and the United Arab
Emirates. This organization, with headquarters in Washington, D.C., serves as the
“primary advocacy organization for community colleges at the national level.” The
mission of the AACC is to “build a nation of learners by advancing America’s
Community Colleges” and focuses their efforts into five strategic areas: recognition and
advocacy for community colleges; student success, learning and success; community
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college leadership development; economic and workforce development; and global and
intercultural education (http://www.aacc.nche.edu/About/Who/Pages/default.aspx).
Over the last decade, the AACC has sought ways to develop community college
leaders. Many studies have confirmed that there is a leadership crisis within the nation’s
community colleges for many reasons, the most prevalent being that of pending
retirements (Cejda & Leist, 2006; Cejda, et al., 2001; Duree, 2007; Mann, 2010; Mellow
& Heelan, 2008; Murray, et al., 2000; O’Banion, 2006; Piland & Wolf, 2003; Shults,
2001; Weisman & Vaughan, 2006). In response to the earlier studies, the AACC created
a leadership competency framework for current and future community college leaders.
In the summer of 2003, the AACC was awarded a $1.9 million 2-year grant,
“Leading Forward,” from the W.K. Kellogg Foundation to “support the planning stages
of a comprehensive national leadership development program” to address the leadership
crisis within the nation’s community colleges. The planning stages of the Leading
Forward program “focused on the assessment of existing leadership development
programs to identify key skill sets, current best practices, and areas where expanded
professional development options should be implemented”
(http://www.aacc.nche.edu/newsevents/pressreleases/Pages/pr05292003.aspx).
The AACC accomplished this purpose by conducting a series of four, daylong
leadership summits to gather the opinions of various constituent groups on the matter.
These summits were held between November 2003 and March 2004. “The American
Association of Community Colleges chose a facilitated discussion format with
worksheets that contained predetermined questions to generate expert opinions” (Vincent,
2004, p.5). In July 2004, a report titled, A Qualitative Analysis of Community College
31

Leadership from the Leading Forward Summits, was submitted to the AACC outlining a
series of six leadership competencies that had been deemed essential to the effective
performance of community college leaders in leading community colleges by the
participants of the leadership summits.
In the fall of 2004, the AACC designed a survey to confirm the six leadership
competencies that had resulted from the leadership summits. In December of 2004, the
survey was administered electronically to the participants of the leadership summits. One
hundred and twenty five surveys were administered. Ninety-five surveys were returned,
resulting in a 76% response rate (AACC, 2005).
The resulting leadership competency framework includes the following six
competencies: organizational strategy, resource management, communication,
collaboration, community college advocacy, and professionalism. Organizational
strategy skills include strategically improving the quality of the institution, protecting the
long-term health of the organization, promoting the success of all students, and sustaining
the community college mission (AACC, 2005). Resource management skills include
equitably and ethically sustaining people, processes, and information as well as physical
and financial assets (AACC, 2005). Communication skills include using clear listening,
speaking, and writing skills to engage in honest, open dialogue at all levels of the college
and its surrounding community; promoting the success of all students; and sustaining the
community college mission (AACC, 2005). Collaboration skills include developing and
maintaining responsive, cooperative, mutually beneficial, and ethical internal and
external relationships that nurture diversity; promoting the success of all students; and
sustaining the community college mission (AACC, 2005). Community college advocacy
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skills include understanding, committing to, and advocating for the mission, vision, and
goals of the community college (AACC, 2005). Professionalism skills include working
ethically to set high standards for self and others, continuously improving self and
surroundings, demonstrating accountability to and for the institution, and ensuring the
long-term viability of the college and community (AACC, 2005).
Several dissertation studies have been conducted on the importance of this
leadership competency framework for current and future community college leaders
(Bechtel, 2010; Conover, 2009; Curphy, 2011; Duree, 2007; Gascon-Brewton, 2011;
Haney, 2008; Hassan, 2008; Kools, 2010; Rabey, 2011; Reid-Bunch, 2006; Rodkin,
2011; Schmitz, 2008; Stubbe, 2008). Duree’s (2007) study included asking community
college presidents to rate how well prepared they were coming into their first presidency
and how important each AACC leadership competency was to community college
leadership.

Out of an eligible sample of 1,086 community colleges provided by the

AACC, 415 community college presidents responded.
Duree (2007) found that the top five individual leadership competencies that were
rated by 96.9% or higher of presidents to be important or very important were the
following: develop a positive environment that supports innovation, teamwork, and
successful outcomes (98.8%); maintain and grow college personnel, fiscal resources, and
assets (98.0%); manage conflict and change in ways that contribute to the long-term
viability of the organization (97.1%); effectively convey ideas and information to all
constituents (96.9%); and listen actively to understand, analyze , engage, and act (97.3%).
These identified leadership competencies are included in the organizational strategy,
resource management, and communication leadership competency areas respectively.
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The remainder of the findings from his study are provided in Appendix C, including how
well prepared the presidents felt that they were with regard to each of the identified
leadership competencies prior to assuming their first presidency.
Hassan’s (2008) study included asking community college presidents to rate the
relative importance of the characteristics and professional skills identified by the AACC
as being essential for effective community college leadership. Out of an eligible sample
of 58 community college presidents in Florida and New York, 30 community college
presidents responded. Kools’s (2010) study also included asking community college
presidents to rate the relative importance of the characteristics and professional skills
identified by the AACC as being essential for community college leadership. Out of a
sample consisting of 130 public, rural, single-campus community college presidents and
145 public, urban, multiple-campus community college presidents, a total of 50
community college presidents responded. Twenty-seven were from public, rural, singlecampus community colleges, and 23 were from public, urban, multiple-campus
community colleges. Both Hassan (2008) and Kools (2010) used the same 5-point scale,
with 1 being not important and 5 being extremely important.
Hassan’s (2008) and Kools’s (2010) studies had similar results. They prepared
composite mean scores rating the importance of each of the leadership competency areas
and the identified leadership competencies. They found that the organizational strategy,
communication, and community college advocacy leadership competency areas were
rated the most important. The next most important leadership competency area was
professionalism, followed by resource management and collaboration. From an
identified leadership competency perspective, Duree (2007) found similar results in the
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organizational strategy and communication leadership competency areas. The remainder
of the findings from Hassan’s (2008) and Kools’s (2010) studies are provided in
Appendix D.
These recent studies are important for both those who are community college
leaders and those who aspire to be community college leaders. The leadership
competencies provided by the AACC are those leadership skills and abilities confirmed
through research to be essential to the effective performance of community college
leaders. Therefore, they are the leadership skills and abilities that need to be acquired
and/or developed to lead community colleges effectively – not only by presidents, but all
individuals in community colleges who are in leadership positions.
For those who are currently community college leaders and for those who seek to
become community college leaders, Eddy (2010) summarizes each of the six leadership
competency areas. With regard to organizational strategy, she states that connections
must be made between strategies and outcomes. With respect to resource management,
she states that there are many constraints (i.e., financial, personnel, facilities, etc.) placed
on the resources of community colleges and that community college leaders are likely to
use these skills daily. With respect to communication, she states that community college
leaders must be able to communicate with both internal (i.e., faculty, staff, and other
administrators) and external (i.e., donors, employers, etc.) constituents. With respect to
collaboration, she states that community college leaders must be able to create and
sustain win-win partnerships with both internal and external constituents. With respect to
community college advocacy, she states that promoting the mission of community
colleges and focusing on teaching and learning are skills that community college leaders
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will need to advocate successfully for their institutions. Finally, with respect to
professionalism, she states that the keys to leadership effectiveness for this leadership
competency area include how community college leaders represent their institutions and
the ways in which community college leaders serve as role models.
The AACC encourages development of the leadership competencies for both
current and future community college leaders. In order to appreciate and use the
leadership competencies, the AACC states that several principles must be applied. They
include “leadership can be learned,” “many members of the community college can
lead,” “effective leadership is a combination of effective management and vision,”
“learning leadership is a lifelong process,” and “leadership gaps can be addressed through
a variety of strategies” (AACC, 2005, p. 3).

Leadership Development Experiences
Leadership development is essential to ensuring that both current and future
leaders are properly prepared for their roles as leaders within the nation’s community
colleges. The evolving community college mission, the challenges expected for
community colleges in the 21st century, and the expected retirement of presidents,
administrators, and faculty who have a vast array of knowledge of the community college
system, makes this endeavor even more important. Wiessner and Sullivan (2007) state
that “leadership development is key to addressing the burgeoning needs of the
community college system in the wake of baby-boomer retirements and the growing roles
our colleges play in meeting the demands of 21st century learners” (p. 110). Piland and
Wolf (2003) argue that “community colleges must become proactive in the development
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of leaders. They need to take responsibility for playing a major role in producing the
next generation of community college leaders” (p. 96). Finally, Shults (2001) states that
“in order to gain the skills and traits identified as important for effective leaders,
individuals in the leadership pipeline must have access to appropriate professional
development” (p. 4).
Leadership development experiences for community college leaders are
numerous. Several studies (Boggs & Kent, 2002; Cejda, 2006; Duree, 2007; Hassan,
2008; Kools, 2010; Shults, 2001; VanDerLinden, 2005) have been conducted over the
last decade to examine the leadership development experiences that have been identified
as influential in developing leadership skills and abilities. These studies confirm that
community college leaders, whether presidents, academic affairs officers, or student
affairs officers, share many of the same leadership development experiences. In addition,
several of the leadership development experiences identified assisted with career
advancement and the level of preparedness that college leaders felt that they had acquired
while advancing through the academic pipeline.
Leadership development experiences identified include participation in formal
degree programs, such as community college or higher education leadership or
administration programs (Boggs & Kent, 2002; Duree, 2007; Shults, 2001); participation
in short-term leadership programs and seminars offered through universities (Boggs &
Kent, 2002; Shults, 2001); participation in association leadership programs and seminars
(Boggs & Kent, 2002; Shults, 2001); mentoring (Boggs & Kent, 2002; Shults, 2001;
VanDerLinden, 2005); serving on institutional task forces, committees, and commissions
(Cejda, 2006; VanDerLinden, 2005); opportunities for additional job responsibilities
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(Cejda, 2006; VanDerLinden, 2005); participation in state and regional leadership
programs (Cejda, 2006; Shults, 2001); participation in civic and fraternal organizations in
the local community (Cejda, 2006); making presentations at conferences (VanDerLinden,
2005); service on board of directors for a state or regional organization (VanDerLinden,
2005); attendance at specialized workshops or seminars (VanDerLinden, 2005);
employment as a paid consultant (VanDerLinden, 2005); in-service staff development
programs (VanDerLinden, 2005); formal, written performance reviews (VanDerLinden,
2005); and networking (Shults, 2001).
As part of his dissertation study, Hassan (2008) asked community college
presidents (n=30) to identify the leadership development experiences that they felt were
the most helpful for their development as community college leaders. In addition, he
asked participants to identify specific AACC leadership competency areas that they felt
were developed during their leadership development experiences.
Hassan (2008) found that “the five most frequently selected leadership
development experiences were, in rank order: progressive job responsibilities (90),
challenging job assignments (80), networking (72), graduate programs (71), and
workshops (68)” (p. 64). Military experience, government experience, and business
experience were not deemed very helpful by presidents in their development as
community college leaders.
As for each AACC leadership competency area, Hassan (2008) states that “there
is no single experience that helps to develop all of the presidents’ competencies and it
appears that some competencies have fewer developmental experiences” (p. 65). He
found the top three leadership development experiences for each competency area to be:
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•

Organizational Strategy: progressive job responsibilities, challenging job
assignments, and graduate degree programs.

•

Resource Management: progressive job responsibilities, challenging job
assignments, and networking with colleagues.

•

Communication: feedback, challenging job assignments, and hardships.

•

Collaboration: progressive job responsibilities, challenging job assignments,
and feedback.

•

Community College Advocacy: networking with colleagues,
mentoring/coaching, and sponsored workshops.

•

Professionalism: mentors/coaches, graduate programs, and progressive job
responsibilities.

As part of his dissertation study, Kools (2010) also asked community college
presidents (n=50) to identify the leadership development experiences that they felt were
the most helpful for their development as community college leaders. In addition, he
asked participants to identify specific AACC leadership competency areas that they felt
were developed during their leadership development experiences.
Kools (2010) found:
Analyzing the responses from participants of both small, rural singlecampus and large, urban multi-campus colleges together, the four
leadership development experiences with the highest and lowest frequency
of responses (combined frequency of responses) identified as being
beneficial in the development of each of the six competencies, were as
follows: progressive administrative responsibilities within the community
college (11.82%), challenging job assignments (11.59%), networking with
colleagues (9.33%), and graduate programs (9.21%). (p. 107)
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These results are similar to that of Hassan’s (2008) study. Kools (2010) also
found that business experience, personal reflection/journaling, military experience, and
government experience were the four leadership development experiences that were not
deemed very helpful by presidents in their development as community college leaders.
These results are also similar to Hassan’s (2008) study.
There are many leadership development experiences that are available for those
who currently are or who aspire to be community college leaders. Many contemporary
scholars offer recommendations of the best ways to develop the necessary leadership
skills. These recommendations include university-based degree programs (Katsinas &
Kempner, 2005; O’Banion, 2006); participation in professional and continuing education
programs such as national organizations (Katsinas & Kempner, 2005); national, regional,
and state institutional leadership programs (Katsinas & Kempner, 2005); personal selfdevelopment programs (Katsinas & Kempner, 2005); in-house programs (O’Banion,
2006; Piland & Wolf, 2003); short-term leadership development programs (Boggs, 2003;
Wallin, 2004); mentoring (Boggs, 2003); and networking (Boggs, 2003).
Finally, even though community colleges play an important role in the
development of current and future leaders, the responsibility is not solely an institutional
function. “A plethora of programs for leadership development exists, but those
professionals in the middle must also accept responsibility for their own development”
(Ebbers, et al., 2010, p. 60). Ebbers, et al. (2010) recommends the Stepping Stones for
Middle Managers as a leadership development plan. This plan consists of four phases:
engaging, planning, credentialing, and emulating. In the engaging phase, “individuals
considering an upper-level management position must make the decision to move up
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through a personal and professional process” (Ebbers, et al., 2010, p. 61). In the planning
phase, “on the basis of engagement and the commitment toward advancing to upper-level
administration, each individual needs to develop a personal plan of action” (Ebbers, et al.,
2010, p. 61). In the credentialing phase, “regardless of the position desired, one of the
most important aspects of job attainment is an appropriate degree from an accredited
institution” (Ebbers, et al., 2010, p. 61). Duvall (2003) and O’Banion (2006) have also
confirmed the importance of credentialing in advancing through the academic pipeline.
Finally, the emulating phase “is a process of watching and learning from successful
experienced leaders. It includes two key concepts: mentoring and networking” (Ebbers,
et al., 2010, p. 61). Ebbers, et al. (2010) also recommend considering institutional
succession plans in one’s leadership development.
Research has confirmed that there is a leadership crisis among the nation’s
community colleges. Leadership development of current and future community college
leaders is vital to ensure the continued success of the nation’s community colleges. As
noted, there are many leadership development experiences that have proven to be
beneficial for the development of leadership skills and abilities. In addition, leadership
development needs to be both an institutional and individual initiative.

Summary
Community colleges are an integral part of higher education in America. They
have evolved over the last several decades, continue to evolve, and face many challenges
in the 21st century. Effective leadership is vital to ensuring the success of these
institutions. There are many positions within these institutions that require leadership
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skills and abilities. One of the most important, most commonly the second in command
after the president, is the academic affairs officer. With the expected departure of
community college presidents, academic affairs officers, and faculty – for various reasons
– both institutions and individuals must make leadership development a priority.
The AACC has made leadership development for current and future community
colleges leaders a priority. Through research, the AACC has developed a leadership
competency framework for community college leaders. This framework includes six
leadership competency areas that are viewed by those in practice as essential to the
effective performance of community college leaders.
Many leadership development experiences have been identified by community
college leaders as being beneficial to their leadership development. Many of those who
identified beneficial leadership development experiences also stated that those
experiences assisted with their career advancement. In addition, contemporary scholars
have provided recommendations of the best ways to develop the necessary leadership
skills and abilities for individuals who currently are or who aspire to be community
college leaders.

42

CHAPTER 3
METHOD
Introduction
This chapter presents the research design, sample and sampling procedures,
variables of interest, instrument and measures, data collection procedures, treatment of
missing data, data analysis procedures, and protection of human subject/ethics issues as
appropriate for this study. This study was designed to answer the following questions:
1. How do academic affairs officers rate the importance of the AACC leadership
competencies to their effective leadership in academic affairs?
2. What is the relationship between the ratings of the importance of the
leadership competencies by academic affairs officers and the following
factors:
a. Age
b. Gender
c. Full-time equivalent (FTE) enrollment
d. Structure of Institution – Union and Non-Union
e. Years of Experience in other academic administrative positions (i.e.,
faculty department chair, division director)
f. Years of Experience in the academic affairs officer position?
3. What is the self-perceived level of professional preparation of academic
affairs officers with respect to the AACC leadership competencies?
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4. What is the relationship between the self-perceived level of professional
preparation of academic affairs officers and the following factors:
a. Age
b. Gender
c. Full-time equivalent (FTE) enrollment
d. Structure of institution – union and non-union
e. Years of experience in other academic administrative positions (i.e.,
faculty department chair, division director)
f. Years of experience in the academic affairs officer position?
5. What leadership development experiences do academic affairs officers
identify as the most beneficial for their professional development as academic
affairs officers?

Research Design
This study is a quantitative, descriptive, correlational research design and used a
questionnaire (i.e., survey instrument) to collect data. The population for this study was
academic affairs officers at public community colleges in the United States.
“Many research studies involve the description of natural or social phenomena –
their form, structure, activity, change over time, relationship to other phenomena, and so
on” (Gall, Gall & Borg, 2007, p. 3). “Correlational research refers to studies in which the
purpose is to discover relationships between variables through the use of correlational
statistics” (Gall, Gall & Borg, 2007, p. 332). This study was designed to examine the
following: the importance of the leadership competencies identified by the American
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Association of Community Colleges [AACC] as essential to the effective performance of
community college leaders in academic affairs, the level of professional preparation of
academic affairs officers with respect to the leadership competencies, and the leadership
development experiences that academic affairs officers identify as the most beneficial to
their professional development as academic affairs officers. In addition, this study was
designed to provide correlational statistics to examine if relationships exist between the
importance of and the level of professional preparation in the identified competencies
with the following factors: age, gender, full-time equivalent (FTE) enrollment, structure
of institution – union and non-union, years of experience in other academic
administrative positions, and years of experience in the academic affairs officer position.
Causal inferences from the results of the correlational statistics of this study were not
made.
“External validity is defined as the extent to which the results of a research study
can be generalized to individuals and situations beyond those involved in the study”
(Gall, Gall & Borg, 2007, p. 640). For external validity purposes, the population for this
study was academic affairs officers at public community colleges. Therefore, the
findings resulting from this research design can be generalized only to this population.

Sample and Sampling Procedures
The population for this study was academic affairs officers at public community
colleges in the United States. The academic affairs officers that were included in the
population were identified from the membership directory of the AACC. It should be
noted that, depending upon an institution’s organizational structure, an institution may
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have one individual designated as the academic affairs officer or multiple individuals
designated as academic affairs officers. Many multi-campus institutions have a
designated academic affairs officer for each campus. These individuals most commonly
report directly to an institution president or a campus president, if a multi-campus
institution. As such, all individuals who were designated as having chief academic
affairs officer responsibilities to the AACC for membership directory purposes were
included in the population.
A total of 648 individuals were identified as chief academic officers from the
AACC membership directory. Of those, 23 did not have valid contact information (i.e.,
email address), and 35 contacted the author stating that they were no longer in the
position. Of the 35, 13 replacement individuals with contact information were provided
and included in the population. The final population size for this study was 603 academic
affairs officers at public community colleges in the United States. Survey instruments
were emailed to the entire population.
One hundred and twenty six responses were initially collected. Of those, 24 did
not complete the survey instrument in its entirety. Applying the criteria outlined in the
section titled, ‘Treatment of Missing Data,’ all 24 responses were not deemed useful and
therefore, were not included in statistical analysis. The final response rate for this study
was 16.9%.

Variables of Interest
The variables of interest in this study include the leadership competencies
identified by the AACC, respondents’ age, respondents’ gender, the full-time equivalent
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(FTE) enrollment of respondents’ institutions, and the structure of the respondents’
institutions with respect to unionization. In addition, respondents’ years of experience in
both other academic administrative positions and the academic affairs officer position,
and respondents’ leadership development experiences are variables of interest in this
study.
Operational definitions for each of the variables of interest for this study are
defined as follows:
•

Leadership competencies (dependent variables) – those skills and abilities
identified by the AACC as being essential to the effective performance of
community college leaders.

•

Age (independent variable) – the age in years of the respondents of the survey
instrument.

•

Gender (independent variable) – the gender of the respondents of the survey
instrument.

•

Full-time equivalent (FTE) enrollment (independent variable) – the
approximate full-time equivalent (FTE) enrollments served by the institutions
of the respondents of the survey instrument.

•

Structure of institution – union and non-union (independent variable) – the
structure of the institutions of the respondents of the survey instrument as
either a union or non-union institution.

•

Years of experience in other academic administrative positions (independent
variable) – the number of years of experience of the respondents of the survey
instrument in other academic administrative positions.
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•

Years of experience in the academic affairs officer position (independent
variable) – the number of years of experience of the respondents of the survey
instrument in the academic affairs officer position.

•

Leadership development experiences (dependent variable) – the leadership
development experiences (i.e., higher education degrees, progressive job
responsibilities, etc.) of the respondents of the survey instrument.

Instrument and Measures
The survey instrument used for this study included three sections. The first
section of the survey instrument asked participants to choose the leadership development
experiences that they felt were the most beneficial for their professional development as
academic affairs officers. Examples of leadership development experiences included
“grow-your-own” (in-house) leadership programs, progressive job responsibilities,
mentoring, networking, specialized workshops and seminars, and university-based degree
programs. Participants were asked to rank their top five leadership development
experiences in order of importance, with 1 indicating the most important and 5 indicating
the least important.
The second section of the survey instrument consisted of the leadership
competency framework provided by the AACC. This framework included 45 leadership
competencies summarized into six leadership competency areas: organizational strategy,
resource management, communication, collaboration, community college advocacy, and
professionalism. The survey instrument used the AACC competencies, as modified by
Duree (2007), to determine how academic affairs officers rate the importance of the
48

leadership competencies to effective leadership in academic affairs and to rate their
perceptions of their level of professional preparation with respect to the leadership
competencies.
Duree’s (2007) survey instrument was externally reviewed, and constructive
comments were received from two leading researchers in community college leadership.
In addition, he administered the survey to a group of seven community college presidents
“in order to receive constructive comments about format, an estimated time to complete
the survey and ensure each survey item was understood by a representation of those in
the field who would be completing the final survey” (p. 50). His survey instrument also
received an endorsement by George Boggs, who was the President and Chief Executive
Officer of the AACC at the time.
Duree (2007) conducted an exploratory factor analysis (EFA) on the 45 leadership
competencies using principal component extraction and varimax rotation methods from
the sample of respondents (n=415).
The purpose of the EFA was to determine how the competencies loaded
under the themes assigned in the AACC’s Competencies for Community
College Leaders before using the six domains as constructs for further
analysis. As a data reduction technique, the EFA was also used as a
means to identify and construct composite variables for each of the six
domains. Cronbach’s alpha (α) was used to determine the reliability of the
analyses. Factor loadings with an α greater than 0.55 or greater were not
deleted from the principal factors extraction. There were no factors
extracted. All factors were internally consistent and well-defined by the
variables. With a cutoff of 0.55 for inclusion of a variable in the
interpretation of a factor, each of the 45 items loaded with the factor to
which they had originally been assigned by the AACC. (p. 93)
The Cronbach’s alpha (α) results of the EFA for each of the six leadership
competency areas are provided in Table 1. In addition, Cronbach’s alpha for the
composite mean ratings of importance and composite mean ratings of preparedness from
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the respondents (n=102) of this study are presented in Table 1. These results indicate
high internal consistency and reliability for the leadership competency areas.

Table 1
Cronbach’s alpha (α) Results

Leadership Competency Area
Organizational Strategy
Resource Management
Communication
Collaboration
Community College Advocacy
Professionalism
a

Number
of Items
6
8
6
8
6
11

Factor
Loadingsa
.732
.882
.916
.958
.971
.975

Composite Meanb
Ratings of
Ratings of
Importance
Preparedness
.632
.772
.784
.847
.695
.795
.828
.812
.766
.852
.841
.848

Duree’s (2007) study (n=415). bRespondents from this study (n=102).

Participants used two 4-point scales (same as Duree, 2007) for this section of the
survey. The first scale asked academic affairs officers to rate their perceptions of their
level of professional preparation with respect to the leadership competencies. The scale
was as follows:
1 = Not prepared
2 = Somewhat prepared
3 = Moderately well-prepared
4 = Very well-prepared
The second scale asked academic affairs officers to rate the importance of each of
the leadership competencies to the effective leadership in academic affairs. The scale
was as follows:
1 = Not important
2 = Somewhat important
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3 = Important
4 = Very important
The third and final section of the survey instrument asked participants a series of
demographic information questions. This information included age, gender, full-time
equivalent (FTE) enrollment, structure of institution – union and non-union, years of
experience, highest degree earned, field of study for highest degree earned, constituent
groups felt to be challenging to work with, areas of institutional concerns, and whether or
not one desires to seek a community college presidency. A complete copy of the survey
instrument is provided in Appendix B.

Data Collection Procedures
The following were the data collection procedures for this study:
1. Submitted a request for approval for the pilot study of this dissertation to the
Institution Review Board (IRB) of the University of South Florida.
2. Received IRB approval to conduct the pilot study.
3. Conducted the pilot study. The purpose of the pilot study was to test data
collection and data analysis procedures.
4. Filed an amendment with the IRB to collect dissertation data.
5. Received IRB approval to collect dissertation data.
6. On January 25, 2012, emailed notifications with an electronic link to the
survey instrument in SurveyMonkey to academic affairs officers in the
population.
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7. On February 8, 2012, emailed notification reminders with an electronic link to
the survey instrument in SurveyMonkey to academic affairs officers in the
population who had not previously completed the survey.
8. On February 15, 2012, emailed notification reminders with an electronic link
to the survey instrument in SurveyMonkey to academic affairs officers in the
population who had not previously completed the survey.
9. On February 22, 2012, emailed third and final notification reminders with an
electronic link to the survey instrument in SurveyMonkey to academic affairs
officers in the population who had not previously completed the survey.
10. Reviewed returned survey instruments for completeness. Decided that 27
returned survey instruments should not be included for statistical analysis.
11. Exported responses from SurveyMonkey to an Excel Spreadsheet. The
responses were then imported into SPSS (Statistical Package for the Social
Sciences) for statistical analysis.

Pilot Study
A pilot study consisting of five academic affairs officers from the Tampa Bay,
Florida area was conducted to test data collection and data analysis procedures as
outlined in the defended dissertation proposal. The chief academic affairs officer at the
community college where the author is employed agreed to participate in this pilot study
and made recommendations for four additional participants. These five individuals were
then eliminated from the population for the national study conducted as part of the
dissertation.
52

Prior to administering the pilot study survey, the chief academic affairs officer at
the community college where the author is employed agreed to a cognitive interview with
the author regarding the content of the survey instrument to be used. Willis (1999) states
that the cognitive interviewing approach evaluates sources of response errors in survey
questionnaires. The general features of this approach include focusing on the
questionnaire rather than the survey administration process, focusing on the cognitive
processes that respondents use to answer survey questions, recruiting volunteer
participants to be interviewed, and targeting volunteer participants with specific
characteristics of interest (Willis, 1999, p. 1).
Willis (1999) further explains that there are two major sub-types of cognitive
interviewing methods. The first is referred to as think-aloud interviewing and the second
is referred to as verbal probing. The method used for this cognitive interview was verbal
probing. In the verbal probing method, the interviewer asks the survey question, allows
the volunteer participant to answer, and the interviewer then asks for other, specific
information relevant to the question or to the specific answer that was given (p. 5).
The following questions were asked by the interviewer (i.e., author) to the
volunteer participant (i.e., chief academic officer at the community college where the
author is employed) during the cognitive interview held on Monday, October 10, 2011:
1. When you read the instructions for the leadership development
experiences section of the survey instrument, what do you think they are
instructing you do to?
2. Do any of the choices provided as leadership development experiences
appear to be vague in their meaning?
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3. When you read the instructions for the AACC leadership competencies for
community college leaders [as modified by Duree (2007)] section of the
survey instrument, what do you think they are instructing you to do?
4. When you read the instructions for the demographic information section of
the survey instrument, what do you think they are asking you do to?
5. Please read each of the questions provided in the demographic information
section of the survey instrument. What demographic information do you
believe that each question is requesting?
In response to question numbers one, three and four, the volunteer participant
understood the instructions as the interviewer had originally intended. In response to
question numbers two and five, the volunteer participant did not understand selected
choices and demographic questions, respectively, as originally intended by the
interviewer. Rewording of such selected choices and demographic questions was
discussed and minor changes were made to the survey instrument to better clarify this
content prior to administering the pilot study.
On November 3, 2011, the survey titled, “Academic Affairs Officers Leadership
Competency and Demographic Survey” (see Appendix B), along with an invitation to
participate, was emailed to five academic affairs officers at public community colleges in
the Tampa Bay, Florida area. Reminder invitations were also emailed on November 16,
2011, and November 27, 2011. Three of five academic affairs officers responded during
this data collection time period. The survey was closed in SurveyMonkey on December
5, 2011. No additional responses were collected.
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The three academic affairs officers who participated in the pilot study completed
the survey in its entirety. One academic affairs officer offered a recommendation to
clarify the wording of the instructions for the “Leadership Development Experiences”
section of the survey, stating that the instructions were confusing. Upon review of each
of the submitted surveys, each academic affairs officer ranked only five choices, as was
requested. Prior to sending out the survey, the author designed the survey to include
settings to help ensure that participants would be required to rank exactly five choices
prior to continuing with the other sections of the survey. It appears that these settings
were successful in ensuring that participants would complete the question as instructed.
However, instructions for this section of the survey were clarified prior to sending out the
survey to the population for the national study.
Once pilot study survey responses were reviewed for completeness, they were
exported to an Excel spreadsheet and then imported into SPSS to test data analysis
procedures. No deficiencies were noted in the data analysis procedures performed.
Therefore, the data collection and data analysis procedures as originally outlined in the
defended dissertation proposal were used to collect and analyze data from the population
for the national study.

Treatment of Missing Data
When conducting large-scale surveys, incomplete survey responses by
participants are always a possibility. For purposes of this study, the following outlines
how incomplete survey responses were treated:
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•

If a respondent did not answer any of the items in the first (leadership
development experiences) or second (AACC leadership competencies)
sections of the survey instrument (i.e., the survey is blank except for
demographic information), the respondent’s responses were eliminated from
statistical analysis.

•

If a respondent ranked at least three choices in the first section, completed at
least seventy-five percent of the individual items in each of the six leadership
competency areas in the second section, and answered all or some of the items
in the third section, the respondent’s responses were included in statistical
analysis.

Data Analysis Procedures
The data analysis procedures used for this study are specific to each research
question and are described below. This study used both descriptive and inferential
statistics in analyzing participant responses to the academic affairs officer leadership
competency and demographic survey instrument.
Demographic information was requested from each respondent and included age,
gender, full-time equivalent (FTE) enrollment, structure of institution – union and nonunion, years of experience, highest degree earned, field of study for highest degree
earned, constituent groups felt to be challenging to work with, areas of institutional
concerns, and whether or not one desires to seek a community college presidency. These
data were analyzed using descriptive statistics as appropriate and are summarized in
tables in Chapter 4.
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Research Question #1: How do academic affairs officers rate the importance of
the AACC leadership competencies to their effective leadership in academic affairs?
This question was analyzed using both descriptive and inferential statistics. Descriptive
statistics include mean, standard deviation, range, skewness, and kurtosis. These
statistics are reported as composite scores for each of the six leadership competency areas
and summarized in the order of importance using a table in Chapter 4. In addition, the
mean scores for the identified competencies and percentages using frequency totals are
provided for the following scales using tables in Chapter 4: “not” or “somewhat
important” and “important” or “very important.”
The inferential statistical procedure used for this research question was a one-way
repeated measures ANOVA. The general purpose of this statistical procedure was to test
the equality of means. This procedure was used to reject or fail to reject the following
null hypothesis: There are no statistically significant differences in the means of the
ratings of the importance of the six AACC leadership competency areas to the effective
leadership in academic affairs. The data collected were screened for possible violations
of the assumptions that underlie the F-test of this procedure. In the event that the F-test
produced statistically significant results, a Bonferroni post-hoc test was conducted to
determine which specific means differed. Results are summarized using tables in
Chapter 4.
Research Question #2: What is the relationship between the ratings of the
importance of the leadership competencies by academic affairs officers and the following
factors: age, gender, full-time equivalent (FTE) enrollment, structure of institution –
union and non-union, years of experience in other academic administrative positions, and
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years of experience in the academic affairs officer position? This question was analyzed
using inferential statistics, specifically multiple regression. This procedure was used to
reject or fail to reject the following null hypothesis: There are no statistically significant
relationships between the ratings of the importance of the leadership competency areas by
academic affairs officers and respondents’ age, gender, full-time equivalent (FTE)
enrollment, structure of institution – union and non-union, years of experience in other
academic administrative positions, and years of experience in the academic affairs officer
position.
The independent variables in this research question were both continuous and
categorical. Multiple regression requires that all independent variables be continuous.
As a result, three independent variables had to be dummy coded for statistical analysis.
The independent variables in this research question are classified in Table 15 of Chapter
4 of the dissertation.
Scatterplots, as well as Pearson product-moment correlation coefficients (r), were
prepared to examine the relationships between the variables. The data collected were
also screened for outliers and possible violations of the assumptions that underlie
regression analysis. Assumptions included independence, normality, and equality of
variances. In addition, Variance Inflation Factors (VIF) were calculated to investigate if
multicollinearity existed among the independent variables. Inferential statistics as
appropriate are reported for each of the six leadership competency areas and summarized
using tables in Chapter 4.
Research Question #3: What is the self-perceived level of professional
preparation of academic affairs officers with respect to the AACC leadership
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competencies? This question was analyzed using both descriptive and inferential
statistics. Descriptive statistics include mean, standard deviation, range, skewness, and
kurtosis. These statistics are reported as composite scores for each of the six leadership
competency areas and summarized using a table in Chapter 4. In addition, the mean
scores for the identified competencies and percentages using frequency totals are
provided for the following scales using tables in Chapter 4: “not” or “somewhat
prepared” and “moderately” or “very well-prepared.”
The inferential statistical procedure used for this research question is a one-way
repeated measures ANOVA. The general purpose of this statistical procedure was to test
the equality of means. This procedure was used to reject or fail to reject the following
null hypothesis: There are no statistically significant differences in the mean ratings of
the perceptions of the level of professional preparation of academic affairs officers with
respect to the AACC leadership competencies. The data collected was screened for
possible violations of the assumptions that underlie the F-test of this procedure. In the
event that the F-test produced statistically significant results, a Bonferroni post-hoc test
was conducted to determine which specific means differed. Results are summarized
using tables in Chapter 4.
Research Question #4: What is the relationship between the self-perceived
level of professional preparation of academic affairs officers and the following factors:
age, gender, full-time equivalent (FTE) enrollment, structure of institution – union and
non-union, years of experience in other academic administrative positions, and years of
experience in the academic affairs officer position? This question was analyzed using
inferential statistics, specifically multiple regression. This procedure was used to reject
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or fail to reject the following null hypothesis: There are no statistically significant
relationships between the perceived level of professional preparation of academic affairs
officers and respondents’ age, gender, full-time equivalent (FTE) enrollment, structure of
institution – union and non-union, years of experience in other academic administrative
positions, and years of experience in the academic affairs officer position.
The independent variables in this research question were both continuous and
categorical. Multiple regression requires that all independent variables be continuous.
As a result, three independent variables had to be dummy coded for statistical analysis.
The independent variables in this research question are classified in Table 15 of Chapter
4 of the dissertation.
Scatterplots, as well as Pearson product-moment correlation coefficients (r), were
prepared to examine the relationships between the variables. The data collected were
also screened for outliers and possible violations of the assumptions that underlie
regression analysis. Assumptions included independence, normality, and equality of
variances. In addition, Variance Inflation Factors (VIF) were calculated to investigate if
multicollinearity existed among the independent variables. Inferential statistics as
appropriate are reported for each of the six leadership competency areas and summarized
using tables in Chapter 4.
Research Question #5: What leadership development experiences do academic
affairs officers identify as the most beneficial for their professional development as
academic affairs officers? This question was analyzed using the following descriptive
statistic: frequencies by ranking (one through five). These frequencies are summarized
for each of the leadership development experiences using a table in Chapter 4.
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Protection of Human Subjects / Ethics
Participants were asked to provide consent when completing the survey
instrument as required by the Institution Review Board of the University of South
Florida. All data collected including demographic information remained confidential and
were used solely in general contexts for purposes of this study.

Summary
To summarize, the research design for this study is a quantitative, descriptive,
correlational research design. The population for this study was academic affairs officers
at public community colleges in the United States. Using a survey instrument,
participants were asked to rate the importance of the leadership competencies identified
by the AACC as essential to the effective performance of community college leaders in
academic affairs, to rate their perceptions of their level of professional preparation with
respect to the leadership competencies, and to identify the leadership development
experiences that were the most beneficial for their professional development as academic
affairs officers. The primary data collection procedure included administering the survey
instrument electronically. Data analysis procedures include the reporting and analysis of
both descriptive and inferential statistics for each of the research questions and
demographic information, as appropriate.
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CHAPTER 4
RESULTS
Introduction
This chapter presents the findings from the data that were collected as part of this
study. An overview of the study will be presented first, followed by the respondents’
demographic information and a detailed statistical analysis of each of the research
questions. Finally, comparisons of the findings from this study are presented with the
findings from other similar studies.

Overview of the Study
This study had two purposes. The first was to extend the research that has been
conducted on the AACC leadership competencies by examining how community college
academic affairs officers perceived the importance of and their own level of professional
preparation in the identified competencies. The second purpose was to examine the
leadership development experiences that academic affairs officers identify as the most
beneficial to their professional development as academic affairs officers.
The population for this study was academic affairs officers at public community
colleges in the United States. The academic affairs officers who were included in the
population were identified from the membership directory of the AACC. A total of 648
individuals were identified. Of those, 23 did not have valid contact information (i.e.,
email address), and 35 contacted the author stating that they were no longer in the
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position. Of the 35, 13 replacement individuals with contact information were provided
and included in the population. The final population sample size for this study was 603
academic affairs officers at public community colleges in the United States. Survey
instruments were emailed to the entire population.
The survey instrument used for this study was based on the AACC leadership
competency framework, as modified by Duree (2007), which included 45 leadership
competencies summarized into six leadership competency areas: organizational strategy,
resource management, communication, collaboration, community college advocacy, and
professionalism. Using two four-point scales, academic affairs officers were asked to
rate the importance of and their own level of professional preparation in the identified
competencies. The survey instrument also asked academic affairs officers to rank the top
five leadership development experiences that they felt had been the most beneficial to
their professional development as academic affairs officers.
One hundred and twenty six responses were initially collected. Of those, 24 did
not complete the survey instrument in its entirety. Applying the criteria outlined in the
section titled “Treatment of Missing Data,” all 24 responses were not deemed useful and,
therefore, were not included in statistical analysis. Responses that had missing values but
met the criteria outlined in the section titled “Treatment of Missing Data” for inclusion in
statistical analysis were replaced by the mean value of all other values for that particular
item.
Earlier dissertation studies conducted on the importance of the AACC leadership
competency framework included letters of support from the AACC President and CEO
encouraging participation. The current President and CEO of the AACC was contacted
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and asked to provide a letter of support for this study. Even though the AACC
encourages studies such as these on the AACC leadership competency framework, an
internal policy has been adopted to no longer provide letters of support for dissertation
studies. In the past, these letters of support may have encouraged participation in
research similar to this study; however, there is no way to determine whether that was a
factor in a lower response rate.

Demographics of Academic Affairs Officers
The demographics of the academic affairs officers who participated in this study
are presented in Table 2.

Table 2
Demographic Information of Academic Affairs Officers (n=102)
Gender
Male
Female

44.0%
56.0%
56.5a

Average Age

9.0b

Average Years of Experience as an Academic Affairs Officer
Average Years of Experience in Other Academic Administrative Positions

14.8c

Average Years of Experience as a Full-Time Faculty Member at a Community College

10.7d

Highest Degree Earned
Doctorate
Master's

70.6%
29.4%

Major Field of Study: Highest Degree Earned
Community College Leadership
Higher Education Administration
Other Academic Discipline

18.6%
24.5%
56.9%

a

Range from 36 to 70 years old with a standard deviation of 7.09. bRange from 1 to 36 years with a
standard deviation of 6.04. cRange from 0 to 44 years with a standard deviation of 9.56. dRange from 0 to
44 years with a standard deviation of 13.53.
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The demographic information of this study is similar to other studies that have
gathered demographic information related to the academic affairs officer position (Amey
& VanDerLinden, 2002; Eckel, et al., 2009; Keim & Murray, 2008; McKenney & Cejda,
2000; Murray, et al., 2000; Vaughan, 1990; Amey, et al., 2002). Academic affairs
officers at public community colleges in the United States are split in gender with neither
gender representing an overwhelming majority; are in their mid-fifties; have served as
full-time faculty members; have several years of academic administrative experience; and
hold doctorate degrees.
Institution demographics of the academic affairs officers who participated in this
study are presented in Table 3.

Table 3
Institution Demographics of Academic Affairs Officers
Structure of Institution
Union
Nonunion

39.2%
60.8%

Full-Time Equivalent (FTE) Enrollment
< 2,500
2,501 – 5,000
5,001 – 10,000
> 10,000

27.5%
32.4%
17.6%
22.5%

The majority of academic affairs officers at public community colleges in the
United States are employed at institutions with smaller full-time equivalent enrollment
numbers (5,000 or less). The most common for this study were institutions with an
estimated full-time equivalent enrollment of between 2,501 and 5,000. In addition, the
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majority of public community colleges in the United States do not have a collective
bargaining agreement in place that currently represents faculty, and the majority of
participants in this study were from non-union community colleges.
From a list of seven constituent groups, academic affairs officers were asked to
choose the top three that they find the most challenging to work with. The three most
common were faculty (48.0%), state legislators (48.0%), and union representatives
(29.0%). Other constituent groups (25%) found to be challenging to work with included
public school systems, university partners, accreditation boards, education foundations,
and other senior administrators. Percentages for each constituent group are presented in
Table 4.

Table 4
Challenging Constituent Groups (n=102)
State legislators
Boards of Trustees
Presidents
Direct reports (subordinates)
Faculty
Students
Union representatives
Other

48.0%
19.0%
24.0%
8.0%
48.0%
17.0%
29.0%
25.0%

Note: Academic affairs officers were asked to choose three constituent groups that they find the most
challenging to work with.

From a list of ten areas, academic affairs officers were asked to choose their top
three greatest areas of concern. The three most common areas of greatest concern were
budget/financial (74.5%), retention/completion rates (60.8%), and pending federal, state,
and/or local legislation (35.3%). Other areas of concern included underprepared
students, aging personnel, open access, and maintaining the mission of the community
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college. These results corroborate discussion in the literature about the current problems
facing community college leaders: reduced budgets and a national focus on the low
completion rates for community colleges. Percentages for each area of concern are
presented in Table 5.

Table 5
Greatest Areas of Concern (n=102)
Accountability
Accreditation
Budget/financial
Diversity
Enrollment trends
Facilities (aging and/or capacity limitations)
Globalization
Pending federal, state, and/or local legislation
Personnel
Retention/completion rates
Other

21.6%
14.7%
74.5%
6.9%
27.5%
24.5%
2.0%
35.3%
8.8%
60.8%
4.9%

Note: Academic affairs officers were asked to choose their three greatest areas of concern.

Finally, academic affairs officers were asked if they would seek a community
college presidency. Of those who participated in this study, 54.1% responded “no,” and
46.9% responded “yes.” The American Council on Education (ACE) (Eckel, et al., 2009)
survey asked academic affairs officers the same question. For academic affairs officers at
public community colleges in the United States (n=460), 37.0% responded “yes,” 37.6%
responded “no,” and 25.4% were undecided. Although the sample size for this study is
considerably smaller than the ACE survey, it is encouraging to note that nearly 50% of
the respondents were interested in seeking a community college presidency.
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Statistical Analysis – Research Questions
A detailed statistical analysis of each of the research questions of this study are
presented below. Findings are presented in both this chapter and the appendices noted.
Research Question #1: How do academic affairs officers rate the importance of
the AACC leadership competencies to their effective leadership in academic affairs?
This question was analyzed using both descriptive and inferential statistics. Descriptive
statistics are presented in Table 6.

Table 6
Ratings of the Importance of the AACC Leadership Competency Areas to the Effective
Leadership in Leading Academic Affairs (n=102)
Competency Area
Communication
Organizational Strategy
Community College
Advocacy
Collaboration
Professionalism
Resource Management

3.55
3.48

Standard
Deviation
0.37
0.37

3.41
3.38
3.32
3.23

0.45
0.44
0.41
0.46

Mean

Skewness

Kurtosis

-0.60
-0.34

-0.43
-0.63

-0.72
-0.49
-0.35
-0.88

0.60
-0.28
-0.10
3.13

Note: Survey used a 4-point scale with 1 representing not important and 4 representing very important.

Academic affairs officers rated the leadership competency “Communication” as
the most important of the six AACC leadership competency areas for effective leadership
in academic affairs. The second most important leadership competency area was
“Organizational Strategy,” followed by “Community College Advocacy,”
“Collaboration,” “Professionalism,” and “Resource Management.” Mean scores and
percentages using frequency totals for the identified competencies of each of the AACC
leadership competency areas are presented in Tables 7 through 12. The percentages for
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the “not important” and “somewhat important” responses were combined, as were the
“important” and “very important” responses.

Table 7
Mean Scores and Percentages Using Frequency Totals: Communication Leadership
Competency Area (n=102)
Mean Score
(SD)a
AACC Leadership Competency

Importance

Percentages
Not/Somewhat
Important

Important/Very
Important

Communication

3.55 (.37)

Articulate and champion shared mission, vision, and values to
internal and external audiences.

3.46 (.64)

7.84

92.16

Disseminate and support policies and strategies.

3.19 (.61)

10.78

89.22

Create and maintain open communication regarding resources,
priorities, and expectations.

3.68 (.55)

3.92

96.08

Effectively convey ideas and information to all constituents.

3.60 (.58)

4.90

95.10

Listen actively to understand, analyze, engage, and act.

3.74 (.53)

3.92

96.08

Project confidence and respond responsibly and tactfully.

3.61 (.58)

4.95

95.05

a

Survey used a 4-point scale with 1 representing not important and 4 representing very important.
Standard deviations are reported in parenthesis.

The responses for the “Communication” leadership competency area reveal a very
high percentage agreement that these specific behaviors are important for effective
leadership in academic affairs. It is clear that the behaviors of creating open
communication, actively listening and engaging, and projecting confidence are perceived
as very important to effective leadership for academic affairs officers. Still relatively
important, academic affairs officers rated “Disseminate and support policies and
strategies” as the least important.
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Table 8
Mean Scores and Percentages Using Frequency Totals: Organizational Strategy
Leadership Competency Area (n=102)
Mean Score
(SD)a
AACC Leadership Competency

Importance

Percentages
Not/Somewhat
Important

Important/Very
Important

Organizational Strategy

3.48 (.37)

Develop, implement, and evaluate strategies to improve the
quality education at your institution.

3.77 (.46)

1.96

98.04

Use data-driven decision-making practices to plan strategically.

3.57 (.65)

8.82

91.18

Use a systems perspective to assess and respond to the needs of
students and the community.

3.12 (.76)

19.80

80.20

Develop a positive environment that supports innovation,
teamwork, and successful outcomes.

3.78 (.50)

3.92

96.08

Maintain and grow college personnel, fiscal resources, and assets.

3.40 (.63)

7.92

92.08

Align organizational mission, structures, and resources with the
college master plan.

3.26 (.65)

9.90

90.10

a

Survey used a 4-point scale with 1 representing not important and 4 representing very important. Standard
deviations are reported in parenthesis.

For the “Organizational Strategy” leadership competency area, the respondents’
ratings were highest for “Develop a positive environment that supports innovation,
teamwork, and successful outcomes” and “Develop, implement, and evaluate strategies to
improve the quality education at your institution.” The results of these competencies
indicate a strong belief by academic affairs officers in their instructional leadership
responsibilities, which requires an environment that supports and focuses on providing a
quality education at their community colleges. Academic affairs officers rated “Use a
systems perspective to assess and respond to the needs of students and the community” as
the least important. Given the respondents’ responses on the other competencies
regarding providing a quality environment, responsiveness to students and the
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community would be very important, although it may not be best assessed by using a
“systems approach.”

Table 9
Mean Scores and Percentages Using Frequency Totals: Community College Advocacy
Leadership Competency Area (n=102)
Mean Score
(SD)a
AACC Leadership Competency

Importance

Percentages
Not/Somewhat
Important

Important/Very
Important

Community College Advocacy

3.41 (.45)

Value and promote diversity, inclusion, equity, and academic
excellence.

3.45 (.65)

8.91

91.09

Demonstrate commitment to the mission of community colleges
and student success through the scholarship of teaching and
learning.

3.47 (.66)

4.90

95.10

Promote equity, open access, teaching, learning, and innovation as
primary goals for the college.

3.62 (.55)

0.98

99.02

Advocate the community college mission to all constituents and
empower them to do the same.

3.30 (.71)

14.85

85.15

Advance lifelong learning and support a learning-centered
environment.

3.38 (.65)

8.82

91.18

Represent the community college in a variety of settings as a
model of higher education.

3.27 (.74)

15.84

84.16

a

Survey used a 4-point scale with 1 representing not important and 4 representing very important. Standard
deviations are reported in parenthesis.

For the “Community College Advocacy” leadership competency area, academic
affairs officers rated “Promote equity, open access, teaching, learning, and innovation as
the primary goals for the college” and “Demonstrate commitment to the mission of
community colleges and student success through the scholarship of teaching and
learning” as two of the most important competencies of “Community College
Advocacy.” It is important to note that the original survey, as developed by Duree
(2007), was designed for community college presidents. The responses of the academic
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affairs officers demonstrate their focus on the on-campus mission – what’s happening on
campus. Taking the mission of the community college to others, as noted by the lower
importance of “Advocate the community college mission to all constituents and empower
them to do the same,” and “Represent the community college in a variety of settings as a
model of higher education” as the least important, indicates a perceived division of labor
between presidents and academic affairs officers.

Table 10
Mean Scores and Percentages Using Frequency Totals: Collaboration Leadership
Competency Area (n=102)
Mean Score
(SD)a
AACC Leadership Competency

Importance

Percentages
Not/Somewhat
Important

Important/Very
Important

Collaboration

3.38 (.44)

Embrace and employ the diversity of individuals, cultures, values,
ideas, and communication styles.

3.30 (.70)

13.73

86.27

Demonstrate cultural competence in a global society.

2.92 (.73)

28.43

71.57

Involve students, faculty, staff, and community members to work
for the common good.

3.24 (.68)

11.76

88.24

Establish networks and partnerships to advance the mission of the
community college.

3.36 (.67)

10.78

89.22

Work effectively and diplomatically with legislators, board
members, business leaders, accreditation organizations, and
others.

3.48 (.66)

8.82

91.18

Manage conflict and change by building and maintaining
productive relationships.

3.61 (.57)

3.92

96.08

Develop, enhance, and sustain teamwork and cooperation.

3.60 (.55)

2.94

97.06

Facilitate shared problem solving and decision-making.

3.51 (.68)

6.93

93.07

a

Survey used a 4-point scale with 1 representing not important and 4 representing very important. Standard
deviations are reported in parenthesis.

For the “Collaboration” leadership competency area, academic affairs officers
rated “Manage conflict and change by building and maintaining productive relationships”
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as the highest in importance to effectively lead academic affairs. Academic affairs
officers rated “Demonstrate cultural competence in a global society” as the least
important competency in this leadership competency area. The rating on this competency
conflicts with the higher rating of “Embrace and employ the diversity of individuals,
cultures, values, ideas, and communication styles.”

Table 11
Mean Scores and Percentages Using Frequency Totals: Professionalism Leadership
Competency Area (n=102)
Mean Score
(SD)a
AACC Leadership Competency

Importance

Percentages
Not/Somewhat
Important

Important/Very
Important

Professionalism

3.32 (.41)

Demonstrate transformational leadership.

3.21 (.75)

15.96

84.31

Demonstrate an understanding of the history, philosophy, and
culture of the community college.

3.08 (.78)

24.75

75.25

Regularly self-assess one’s own performance using feedback,
reflection, goal setting, and evaluation.

3.40 (.58)

4.90

95.10

Support lifelong learning for self and others.

3.36 (.61)

6.86

93.14

Manage stress through self-care, balance, adaptability, flexibility,
and humor.

3.43 (.65)

8.82

91.18

Demonstrate the courage to take risks, make difficult decisions,
and accept responsibility.

3.64 (.56)

3.96

96.04

Understand the impact of perceptions, worldviews, and emotions
on self and others.

3.10 (.74)

23.00

77.00

Promote and maintain high standards for personal and
organizational integrity, honesty, and respect for people.

3.79 (.49)

3.92

96.08

Use influence and power wisely in facilitating the teachinglearning process and the exchange of knowledge.

3.44 (.64)

7.84

92.16

Weigh short-term and long-term goals in decision making.

3.37 (.60)

5.88

94.12

Contribute to the profession through professional development
programs, professional organizational leadership, and
research/publications.

2.67 (.78)

46.08

53.92

a

Survey used a 4-point scale with 1 representing not important and 4 representing very important. Standard
deviations are reported in parenthesis.
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The competencies rated in the “Professionalism” leadership competency area
exhibited the greatest diversity of importance in ratings, ranging from a low of 53.92% to
a high of 96.08 %. Academic affairs officers rated “Promote and maintain high standards
for personal and organizational integrity, honesty, and respect for people” as the most
important to effectively lead academic affairs. A close second was “Demonstrate the
courage to take risks, make difficult decisions, and accept responsibility.” These two
competencies reaffirm the popular view that maintaining high standards, honesty and
integrity is critical to leadership effectiveness.
Academic affairs officers rated “Contribute to the profession through professional
development programs, professional organizational leadership, and
research/publications” as the least important competency of “Professionalism.” This
lower rating of importance emerges from the current emphasis on teaching and
instruction at community colleges, rather than on research and publication.

Table 12
Mean Scores and Percentages Using Frequency Totals: Resource Management
Leadership Competency Area (n=102)
Mean Score
(SD)a
AACC Leadership Competency

Importance

Percentages
Not/Somewhat
Important

Important/Very
Important

Resource Management

3.23 (.46)

Ensure accountability in reporting.

3.40 (.68)

6.86

93.14

Support operational decisions by managing information resources.
2.88 (.80)

28.43

71.57

Develop and manage resources consistent with the college master
plan.

3.28 (.68)

10.78

89.22

Take an entrepreneurial stance in seeking ethical alternative
funding sources.

2.82 (.90)

36.27

63.73

Implement financial strategies to support programs, services, staff,
and facilities.

3.28 (.69)

11.76

88.24
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Table 12 (Continued)
Implement a human resources system that fosters the professional
development and advancement of all staff.

3.18 (.72)

14.71

85.29

Employ organizational, time management, planning, and
delegation skills.

3.35 (.73)

12.75

87.25

Manage conflict and change in ways that contribute to the longterm viability of the organization.

3.61 (.60)

3.96

96.06

a

Survey used a 4-point scale with 1 representing not important and 4 representing very important. Standard
deviations are reported in parenthesis.

For the “Resource Management” leadership competency area, academic affairs
officers rated “Manage conflict and change in ways that contribute to the long-term
viability of the organization” and “Ensure accountability in reporting” as the highest in
importance. These two competencies emphasize concern about the “bottom line” of the
institution staying vital and financially strong. Academic affairs officers rated “Take an
entrepreneurial stance in seeking ethical alternative funding sources” as the least
important. With the burden of reduced funding, this competency will become more
important as community college leaders search for ways to maintain the long-term
viability of their institutions.
A one-way repeated measures ANOVA was performed to answer the following
null hypothesis: There are no statistically significant differences in the means of the
ratings of importance of the six AACC leadership competency areas to the effective
leadership in leading academic affairs. Data were screened for possible violations of the
assumptions (independence, normality, and Sphericity) that underlie the F-test of this
statistical procedure. The assumption of Sphericity was violated. As a result, a
Greenhouse-Geisser adjustment was performed to obtain a valid F-test for this statistical
procedure.
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Using an alpha level of .05, the null hypothesis was rejected; therefore, there are
statistically significant differences in the mean ratings of the importance of the six AACC
leadership competency areas to the effective leadership in leading academic affairs [F
(4.345) = 23.304, p = .000]. Pairwise comparisons were analyzed with a Bonferroni
adjustment to determine statistical significance. Statistically significant differences
within the six AACC leadership competency areas are presented in Table 13.

Table 13
Comparisons of the AACC Leadership Competency Area Composite Mean Ratings of
Importance (n=102)
Competency Area (A)
Organizational Strategy
Organizational Strategy
Organizational Strategy
Resource Management
Resource Management
Resource Management
Resource Management
Communication
Communication
Communication
Community College
Advocacy

Competency Area (B)
Resource Management
Collaboration
Professionalism
Communication
Collaboration
Community College
Advocacy
Professionalism
Collaboration
Community College
Advocacy
Professionalism
Professionalism

Mean Difference
(A – B)
.256
.105
.165
-.318
-.151

p-value
.000*
.026*
.000*
.000*
.000*

-.186
-.091
.167

.000*
.031*
.000*

.132
.227

.007*
.000*

.095

.037*

Note: One-way repeated measures ANOVA.
*
p < .05.

Academic affairs officers perceived that leadership skills and abilities that
promote the success of all students and advocate for and sustain the community college
mission are more important in leading academic affairs than those with other objectives
such as managing fiscal resources. Even though the leadership skills and abilities
included as part of the “Resource Management,” “Collaboration,” and “Professionalism”
leadership competency areas are perceived as important, they are not perceived to be as
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important as the leadership skills and abilities of the “Organizational Strategy,”
“Communication,” and “Community College Advocacy” leadership competency areas to
lead academic affairs effectively.
Table 14 presents the relationships of the composite mean ratings of importance
among the AACC leadership competency areas. Using an alpha of .05, no statistically
significant relationships exist.

Table 14
Pearson Product-Moment Correlation Coefficients (r) (n=102)
Leadership
Competency Area
Organizational
Strategy
Resource
Management
Communication
Collaboration
Community
College Advocacy
Professionalism

Organizational
Strategy

Resource
Management

Communication

Collaboration

Community
College
Advocacy

Professionalism

1.000
.667

1.000

.680

.660

1.000

.682

.736

.658

1.000

.522

.651

.610

.753

1.000

.595

.784

.679

.734

.743

1.000

Research Question #2: What is the relationship between the ratings of the
importance of the leadership competencies by academic affairs officers and the following
factors: age, gender, full-time equivalent (FTE) enrollment, structure of institution –
union and non-union, years of experience in other academic administrative positions, and
years of experience in the academic affairs officer position? This question was analyzed
using multiple regression to reject or fail to reject the following null hypothesis: There
are no statistically significant relationships between the ratings of the importance of the
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leadership competency areas by academic affairs officers and respondents’ age, gender,
full-time equivalent (FTE) enrollment, structure of institution – union and non-union,
years of experience in other academic administrative positions, and years of experience in
the academic affairs officer position.
The independent variables in this research question are both continuous and
categorical. Multiple regression requires that all independent variables be continuous.
As a result, three independent variables were dummy-coded for statistical analysis. The
independent variables in this research question are presented in Table 15.

Table 15
Variable Classifications
Continuous
Age
Years of Experience in Other Academic
Administrative Positions
Years of Experience in the Academic
Affairs Officer Position

Categorical
Gender: Male or Female
Structure of Institution – Union or
Nonunion
Full-time equivalent (FTE) enrollment: <
2,500 or 2,501 to 5,000 or 5,001 to 10,000
or > 10,000

Data collected were screened for outliers and possible violations of the
assumptions that underlie regression analysis. Outliers were screened using standardized
residuals of greater or less than 3 and Cook’s D greater than 1. No outliers were found.
An examination of the scatter plots of the residuals with predicted values revealed no
violations of the linearity or homoscedasticity assumptions, and the distribution of the
residuals were found to be approximately normal. Variance Inflation Factors were also
calculated to investigate if multicollinearity existed among the independent variables.
Variance Inflation Factors ranged from a low of 1.054 to a high of 1.771. Therefore,
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multicollinearity was not deemed to be of concern in this study. The relationships among
the independent variables are presented in Table 16. Using an alpha of .05, statistically
significant correlations (noted by an asterisk) exist between the following independent
variables: females and institutions with a full-time equivalent enrollment of less than
2,500; females and total years of experience as an academic affairs officer; and total
years of experience in other academic administrative positions and institutions with a
full-time equivalent enrollment of greater than 10,000.

Table 16
Pearson Product-Moment Correlation Coefficients (r) (n=102)
Full-time
equivalent
(FTE)
Enrollment:
< 2,500b

Full-time
equivalent
(FTE)
Enrollment
5,001 –
10,000b

Full-time
equivalent
(FTE)
Enrollment
> 10,000b

Independent
Variables

Age

Age

1.000

Femalea

-.067

1.000

Full-time
equivalent
(FTE)
Enrollment:
< 2,500b

-.066

-.206*

1.000

-.133

.024

-.425

1.000

Full-time
equivalent
(FTE)
Enrollment:
> 10,000b

.127

-.003

-.285

-.320

1.000

Structure of
Institution:
Nonunionc

-.124

-.107

.089

-.003

.056

Full-time
equivalent
(FTE)
Enrollment:
5,001 –
10,000b

a

Female
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Structure
of
Institution:
Nonunionc

1.000

Years of
Experience:
Other
Academic
Administrative
Positions

Years of
Experience:
Academic
Affairs
Officer

Table 16 (Continued)
Years of
Experience:
Other
Academic
Administrative
Positions

Years of
Experience:
Academic
Affairs Officer

.512

-.089

-.126

-.046

.195*

-.010

1.000

.308

-.218*

.062

-.088

.065

-.052

.362

1.000

a

Reference group is males. bReference group is institutions with a full-time equivalent (FTE) enrollment of
2,501 to 5,000. This group was chosen as the reference group because it is the institution size that employs
the largest percentage (32.4%) of respondents from this study. cReference group is institutions that are
unionized.
*
p < .05.

Using an alpha level of .05, multiple regression models were analyzed for each of
the composite mean ratings of importance of the AACC leadership competency areas and
the factors listed in the research question (i.e., age, gender, full-time equivalent
enrollment, structure of institution – union and non-union, years of experience in other
academic administrative positions, and years of experience in the academic affairs officer
position) to determine statistical significance. For those models that are statistically
significant, the null hypothesis is rejected. In those models, there are statistically
significant differences in the composite mean ratings of importance and selected factors
listed in the research question. R Square values for each of the leadership competency
areas along with the associated F statistics and p-values are presented in Table 17.
Statistical significance is noted by an asterisk.
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Table 17
AACC Leadership Competency Area Composite Mean Ratings of Importance R Square
Values, F Statistics, and p-Values (n=102)
Competency Area
Organizational Strategy
Resource Management
Communication
Collaboration
Community College
Advocacy
Professionalism

R Square

F Statistic

p-value

.167
.190
.130
.158
.115

2.323
2.721
1.743
2.181
1.516

.026*
.010*
.099
.036*
.162

.140

1.893

.070

Note: Predictor variables were age, gender, full-time equivalent (FTE) enrollment (< 2,500, 5,001 – 10000,
and >10,000), structure of institution - nonunion, total years of experience in other academic administrative
positions, and total years of experience as an academic affairs officer.
*
p < 05.

For those AACC leadership competency area models that were deemed
statistically significant, further analysis was conducted to determine which specific
factors in each model were statistically significant. Pearson product-moment correlation
coefficients (r) and unstandardized (b) and standardized (beta) regression coefficients are
presented in Tables 18 through 20. Statistical significance is noted by an asterisk.

Table 18
Pearson Product-Moment Correlation Coefficients (r) and Unstandardized (b) and
Standardized (Beta) Regression Coefficients: Organizational Strategy Leadership
Competency Area (n=102)
Model
(Constant)
Age
Femalea
Full-time equivalent (FTE)
Enrollment: < 2,500b
Full-time equivalent (FTE)
Enrollment: 5,001 – 10,000b
Full-time equivalent (FTE)
Enrollment: > 10,000b
Structure of Institution:
Nonunionc

.293
.265

Unstandardized
Coefficients
b
Std. Error
3.235
.334
.002
.006
.180*
.074

-.201

-.022

.103

-.027

.309

.230

*

.097

.295

-.084

.010

.112

.010

-.009

.017

.073

.022

(r)
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Standardized
Coefficients
Beta
.041
.245

Table 18 (Continued)
Years of Experience: Other
Academic Administrative
Positions
Years of Experience:
Academic Affairs Officer

.215

-.002

.004

-.058

.110

-.002

.006

-.033

a

Reference group is males. bReference group is institutions with a full-time equivalent (FTE) enrollment of
2,501 to 5,000. This group was chosen as the reference group because it is the institution size that employs
the largest percentage (32.4%) of respondents from this study. cReference group is institutions that are
unionized.
*
p < .05.

Table 19
Pearson Product-Moment Correlation Coefficients (r) and Unstandardized (b) and
Standardized (Beta) Regression Coefficients: Resource Management Leadership
Competency Area (n=102)
Model
(Constant)
Age
Female a
Full-time equivalent (FTE)
Enrollment: < 2,500b
Full-time equivalent (FTE)
Enrollment: 5,001 – 10,000b
Full-time equivalent (FTE)
Enrollment: > 10,000b
Structure of Institution:
Nonunionc
Years of Experience: Other
Academic Administrative
Positions
Years of Experience:
Academic Affairs Officer

.341
.269

Unstandardized
Coefficients
b
Std. Error
2.727
.412
.007
.007
.231*
.091

-.108

.044

.127

.043

.286

.268*

.120

.274

-.174

-.087

.139

-.072

.048

.076

.090

.081

.157

-.002

.006

-.045

.015

-.011

.008

-.146

(r)

a

Standardized
Coefficients
Beta
.102
.251

Reference group is males. bReference group is institutions with a full-time equivalent (FTE) enrollment of
2,501 to 5,000. This group was chosen as the reference group because it is the institution size that employs
the largest percentage (32.4%) of respondents from this study. cReference group is institutions that are
unionized.
*
p < .05.
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Table 20
Pearson Product-Moment Correlation Coefficients (r) and Unstandardized (b) and
Standardized (Beta) Regression Coefficients: Collaboration Leadership Competency
Area (n=102)
Model
(Constant)
Age
Femalea
Full-time equivalent (FTE)
Enrollment: < 2,500b
Full-time equivalent (FTE)
Enrollment: 5,001 – 10,000b
Full-time equivalent (FTE)
Enrollment: > 10,000b
Structure of Institution:
Nonunionc
Years of Experience: Other
Academic Administrative
Positions
Years of Experience:
Academic Affairs Officer

(r)

Unstandardized Coefficients

Standardized
Coefficients
Beta

.293
.284

b
3.211
.000
.224*

Std. Error
.404
.007
.089

-.266

-.147

.125

-.149

.245

.166

.117

.177

-.014

.006

.136

.005

.023

.057

.088

.064

.295

-.002

.005

-.046

.167

4.463E-005

.008

.001

.007
.252

a

Reference group is males. bReference group is institutions with a full-time equivalent (FTE) enrollment of
2,501 to 5,000. This group was chosen as the reference group because it is the institution size that employs
the largest percentage (32.4%) of respondents from this study. cReference group is institutions that are
unionized.
*
p < .05.

For the “Organizational Strategy” and “Resource Management” leadership
competency areas, there were statistically significant differences in gender and size of
institution based upon full-time equivalent enrollment. This indicates that academic
affairs officers who are female consider these leadership competency areas more
important than those who are male. In addition, these results indicate that academic
affairs officers who are employed at institutions with a full-time equivalent enrollment of
5,001 to 10,000, consider these leadership competency areas more important than those
who are employed at institutions with a full-time equivalent enrollment of 2,501 to 5,000.
Finally, for the “Collaboration” leadership competency area, there was a statistically
significant difference in gender indicating that academic affairs officers who are female
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also consider this leadership competency area more important than those who are male.
It should be noted that, even though the models for the “Communication” and
“Community College Advocacy” leadership competency areas were not statistically
significant, the beta coefficients for gender in both models were statistically significant.
A Type I error should be considered as the models were not statistically significant.
Pearson product-moment correlation coefficients (r) and unstandardized (b) and
standardized (beta) regression coefficients are presented for these leadership competency
areas along with the “Professionalism” leadership competency area in Appendix G.
Statistical significance is noted by an asterisk.
Research Question #3: What is the self-perceived level of professional
preparation of academic affairs officers with respect to the AACC leadership
competencies? This question was analyzed using both descriptive and inferential
statistics. Descriptive statistics are presented in Table 21.

Table 21
Composite Mean Ratings of the Perceptions of the Level of Professional Preparation of
Academic Affairs Officers Summarized by AACC Leadership Competency Area (n=102)
Competency Area
Communication
Community College
Advocacy
Professionalism
Collaboration
Organizational Strategy
Resource Management

3.41

Standard
Deviation
0.49

3.40
3.28
3.19
3.08
2.85

0.55
0.47
0.48
0.54
0.61

Mean

Skewness

Kurtosis

-1.01

0.91

-1.12
-0.38
-0.48
-0.55
-0.34

1.32
-0.62
-0.38
-0.33
-0.22

Note: Survey used a 4-point scale with 1 representing not important and 4 representing very important.

Academic affairs officers perceived that they were the most prepared to perform
the identified competencies in the “Communication” leadership competency area,
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followed by the identified competencies in the “Community College Advocacy,”
“Professionalism,” “Collaboration,” “Organizational Strategy,” and “Resource
Management” leadership competency areas. Mean scores and percentages using
frequency totals for the identified competencies of each of the AACC leadership
competency areas are presented in Tables 22 through 27. The percentages for the “not
prepared” and “somewhat prepared” responses were combined, as were the “moderately
well-prepared” and “very well-prepared” responses.

Table 22
Mean Scores and Percentages Using Frequency Totals: Communication Leadership
Competency Area (n=102)
Mean Score
(SD)a
AACC Leadership Competency

Preparedness

Percentages
Not/Somewhat
Prepared

Moderately/Ver
y WellPrepared

Communication

3.41 (.49)

Articulate and champion shared mission, vision, and values to
internal and external audiences.

3.30 (.73)

13.73

86.27

Disseminate and support policies and strategies.

3.32 (.76)

13.73

86.27

Create and maintain open communication regarding resources,
priorities, and expectations.

3.43 (.68)

8.82

91.18

Effectively convey ideas and information to all constituents.

3.37 (.72)

9.80

90.20

Listen actively to understand, analyze, engage, and act.

3.55 (.64)

5.88

94.12

3.47 (.68)

10.89

89.11

Project confidence and respond responsibly and tactfully.
a

Survey used a 4-point scale with 1 representing not important and 4 representing very important. Standard
deviations are reported in parenthesis.

For the “Communication” leadership competency area, academic affairs officers
perceived that they were the most prepared to “Listen actively to understand, analyze,
engage, and act.” This identified competency was also rated as the most important to
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lead academic affairs effectively by academic affairs officers. Over 85% of academic
affairs officers perceived that they were moderately or very well-prepared to perform all
of the identified leadership competencies in this leadership competency area.
Communication is developed over the course of one’s life, not just in graduate programs.
As a result, the respondents’ felt generally comfortable in the level of their
communication skills.

Table 23
Mean Scores and Percentages Using Frequency Totals: Community College Advocacy
Leadership Competency Area (n=102)
Mean Score
(SD)a

Percentages
Not/Somewhat
Prepared

Moderately/Ver
y WellPrepared

3.34 (.79)

15.69

84.31

AACC Leadership Competency

Preparedness

Community College Advocacy

3.40 (.55)

Value and promote diversity, inclusion, equity, and academic
excellence.
Demonstrate commitment to the mission of community colleges and
student success through the scholarship of teaching and learning.

3.54 (.66)

6.86

93.14

Promote equity, open access, teaching, learning, and innovation as
primary goals for the college.

3.49 (.68)

8.82

91.18

Advocate the community college mission to all constituents and
empower them to do the same.

3.37 (.76)

14.71

85.29

Advance lifelong learning and support a learning-centered
environment.

3.38 (.70)

8.82

91.18

Represent the community college in a variety of settings as a model
of higher education.

3.29 (.73)

15.69

84.31

a

Survey used a 4-point scale with 1 representing not important and 4 representing very important. Standard
deviations are reported in parenthesis.

For the “Community College Advocacy” leadership competency area, academic
affairs officers perceived that they were the most prepared to “Demonstrate commitment
to the mission of community colleges and student success through the scholarship of
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teaching and learning.” Over 84% of academic affairs officers perceived that they were
moderately or very well-prepared to perform all of the identified leadership competencies
in this leadership competency area.

Table 24
Mean Scores and Percentages Using Frequency Totals: Professionalism Leadership
Competency Area (n=102)
Percentages

Mean Score
(SD)a
AACC Leadership Competency

Preparedness

Not/Somewhat
Prepared

Moderately/Ver
y WellPrepared

Professionalism

3.28 (.47)

Demonstrate transformational leadership.

2.94 (.91)

32.67

67.33

Demonstrate an understanding of the history, philosophy, and culture
of the community college.

3.42 (.75)

13.86

86.14

Regularly self-assess one’s own performance using feedback,
reflection, goal setting, and evaluation.

3.32 (.63)

8.82

91.18

Support lifelong learning for self and others.

3.53 (.62)

6.86

93.14

Manage stress through self-care, balance, adaptability, flexibility,
and humor.

2.96 (.86)

30.69

69.31

Demonstrate the courage to take risks, make difficult decisions, and
accept responsibility.

3.32 (.76)

15.69

84.31

Understand the impact of perceptions, worldviews, and emotions on
self and others.

3.18 (.80)

24.51

75.49

Promote and maintain high standards for personal and organizational
integrity, honesty, and respect for people.

3.77 (.51)

3.92

96.08

Use influence and power wisely in facilitating the teaching-learning
process and the exchange of knowledge.

3.33 (.72)

12.75

87.25

3.33 (.68)

9.80

90.20

2.94 (.89)

30.39

69.61

Weigh short-term and long-term goals in decision making.
Contribute to the profession through professional development
programs, professional organizational leadership, and
research/publications.
a

Survey used a 4-point scale with 1 representing not important and 4 representing very important. Standard
deviations are reported in parenthesis.
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For the “Professionalism” leadership competency area, academic affairs officers
perceived that they were the most prepared to “Promote and maintain high standards for
personal and organizational integrity, honesty, and respect for people.” This identified
competency was also rated as the most important to lead academic affairs effectively by
academic affairs officers.
Of interest in the ratings of the perceived level of preparation by academic affairs
officers were noticeably lower ratings for the “Demonstrate transformational leadership,”
“Manage stress through self-care, balance, adaptability, flexibility, and humor,” and
“Understand the impact of perceptions, worldviews, and emotions on self and others”
competencies. The lower rating on the competency of transformational leadership is
similar to that found in the results of Duree’s (2007) dissertation.

Table 25
Mean Scores and Percentages Using Frequency Totals: Collaboration Leadership
Competency Area (n=102)
Mean Score
(SD)a
AACC Leadership Competency

Preparedness

Percentages
Not/Somewhat
Prepared

Moderately/Ver
y WellPrepared

Collaboration

3.19 (.48)

Embrace and employ the diversity of individuals, cultures, values,
ideas, and communication styles.

3.40 (.72)

9.80

90.20

Demonstrate cultural competence in a global society.

2.88 (.86)

33.33

66.67

Involve students, faculty, staff, and community members to work for
the common good.

3.23 (.69)

12.75

87.25

Establish networks and partnerships to advance the mission of the
community college.

3.04 (.77)

21.57

78.43

Work effectively and diplomatically with legislators, board members,
business leaders, accreditation organizations, and others.

2.90 (.86)

30.39

69.61

Manage conflict and change by building and maintaining productive
relationships.

3.23 (.72)

12.75

87.25
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Table 25 (Continued)
Develop, enhance, and sustain teamwork and cooperation.

3.46 (.59)

4.90

95.10

Facilitate shared problem solving and decision-making.

3.42 (.64)

5.88

94.12

a

Survey used a 4-point scale with 1 representing not important and 4 representing very important. Standard
deviations are reported in parenthesis.

For the “Collaboration” leadership competency area, academic affairs officers
perceived that they were the most prepared to “Develop, enhance, and sustain teamwork
and cooperation.” This identified competency was also rated as the second most
important to lead academic affairs effectively by academic affairs officers.
The results for the competency “Demonstrate cultural competence in a global
society” indicate that one-third of the respondents did not feel prepared in this area. In
reviewing the earlier results on the importance of the competencies, this same
competency was rated as the least important competency. The other competency that
academic affairs officers indicated that they were not as well-prepared to perform was
“Work effectively and diplomatically with legislators, board members, business leaders,
accreditation organizations, and others.” As with earlier results, this indicates a
perceived division of labor between academic affairs officers and presidents.

Table 26
Mean Scores and Percentages Using Frequency Totals: Organizational Strategy
Leadership Competency Area (n=102)
Mean Score
(SD)a
AACC Leadership Competency

Preparedness

3.08 (.54)

Organizational Strategy
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Percentages
Not/Somewhat
Prepared

Moderately/Ver
y WellPrepared

Table 26 (Continued)
Develop, implement, and evaluate strategies to improve the quality
education at your institution.

3.31 (.81)

15.96

84.31

Use data-driven decision-making practices to plan strategically.

3.10 (.81)

22.55

77.45

Use a systems perspective to assess and respond to the needs of
students and the community.

2.85 (.86)

35.29

64.71

Develop a positive environment that supports innovation, teamwork,
and successful outcomes.

3.59 (.57)

3.92

96.08

Maintain and grow college personnel, fiscal resources, and assets.

2.71 (.84)

35.64

64.36

Align organizational mission, structures, and resources with the
college master plan.

2.93 (.84)

30.69

69.31

a

Survey used a 4-point scale with 1 representing not important and 4 representing very important. Standard
deviations are reported in parenthesis.

For the “Organizational Strategy” leadership competency area, academic affairs
officers perceived that they were the most prepared to “Develop a positive environment
that supports innovation, teamwork, and successful outcomes.” This identified
competency was also rated as the most important to lead academic affairs effectively by
academic affairs officers.
Academic affairs officers perceived that they were the least prepared to “Maintain
and grow college personnel, fiscal resources, and assets.” Many academic affairs officers
have academic backgrounds and, therefore, may not have been exposed to job duties and
responsibilities in their careers prior to becoming an academic affairs officer that
provided opportunities to acquire and/or develop the leadership skills and abilities of this
competency.
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Table 27
Mean Scores and Percentages Using Frequency Totals: Resource Management
Leadership Competency Area (n=102)
Percentages

Mean Score
(SD)a
AACC Leadership Competency

Preparedness

Not/Somewhat
Prepared

Moderately/Ver
y WellPrepared

Resource Management

2.85 (.61)

Ensure accountability in reporting.

3.07 (.85)

26.47

73.53

Support operational decisions by managing information resources.

2.63 (.87)

42.57

57.43

Develop and manage resources consistent with the college master
plan.

3.05 (.83)

25.74

74.26

Take an entrepreneurial stance in seeking ethical alternative funding
sources.

2.35 (1.02)

57.84

42.16

Implement financial strategies to support programs, services, staff,
and facilities.

2.82 (.84)

35.29

64.71

Implement a human resources system that fosters the professional
development and advancement of all staff.

2.59 (.98)

49.02

50.98

Employ organizational, time management, planning, and delegation
skills.

3.21 (.82)

19.61

80.39

Manage conflict and change in ways that contribute to the long-term
viability of the organization.

3.09 (.80)

21.78

78.22

a

Survey used a 4-point scale with 1 representing not important and 4 representing very important. Standard
deviations are reported in parenthesis.

The competencies rated in the “Resource Management” leadership competency
area exhibited the greatest diversity of preparedness in ratings, ranging from a low of
42.16% to a high of 80.39 %. Academic affairs officers perceived that they were the
most prepared to “Employ organizational, time management, planning, and delegation
skills.” Over 87% of academic affairs officers agreed that this competency is important
or very important to lead academic affairs effectively. Academic affairs officers are
likely to have performed these leadership skills and abilities during their careers in such
positions as teaching, serving as faculty department chairs, and serving as division deans.
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Academic affairs officers perceived that they were the least prepared to “Take an
entrepreneurial stance in seeking ethical alternative funding sources.” As with a similar
competency in the “Organizational Strategy” leadership competency area, it is unlikely
that academic affairs officers were exposed to opportunities to acquire and/or develop the
leadership skills and abilities of this competency during their careers. However, as noted
as one of the greatest areas of concern (i.e., budget/financial) by academic affairs
officers, the ability to perform this competency will become increasingly more important.
A one-way repeated measures ANOVA was performed to answer the following
null hypothesis: There are no statistically significant differences in the mean ratings of
the perceptions of the level of professional preparation of academic affairs officers with
respect to the six AACC leadership competency areas. Data were screened for possible
violations of the assumptions (independence, normality, and Sphericity) that underlie the
F-test of this statistical procedure. The assumption of Sphericity was violated. As a
result, a Greenhouse-Geisser adjustment was performed to obtain a valid F-test for this
statistical procedure.
Using an alpha level of .05, the null hypothesis was rejected; therefore, there are
statistically significant differences in the mean ratings of the perceptions of the level of
professional preparation of academic affairs officers with respect to the six AACC
leadership competency areas [F (3.844) = 43.432, p = .000]. Pairwise comparisons were
then analyzed with a Bonferroni adjustment to determine statistical significance.
Statistically significant differences within the six AACC leadership competency areas are
presented in Table 28.
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Table 28
Comparisons of the AACC Leadership Competency Area Composite Mean Ratings of the
Level of Professional Preparation (n=102)
Competency Area (A)
Organizational Strategy
Organizational Strategy
Organizational Strategy
Organizational Strategy
Resource Management
Resource Management
Resource Management
Resource Management
Communication
Communication
Collaboration
Community College
Advocacy

Competency Area (B)
Resource Management
Communication
Community College
Advocacy
Professionalism
Communication
Collaboration
Community College
Advocacy
Professionalism
Collaboration
Professionalism
Community College
Advocacy

Mean Difference
(A – B)
.231
-.325

Professionalism

p-value
.000*
.000*

-.321
-.195
-.556
-.343

.000*
.001*
.000*
.000*

-.552
-.426
.213
.130

.000*
.000*
.000*
.012*

-.209

.000*

.126

.035*

Note: One-way repeated measures ANOVA.
*
p < .05.

Academic affairs officers perceived that they were the most prepared to perform
the identified competencies in the “Organizational Strategy,” “Communication,” and
“Community College Advocacy” leadership competency areas. These results agreed
with the leadership competency areas that academic affairs officers perceived were the
most important to lead academic affairs effectively. As stated above, many of the
identified competencies that academic affairs officers perceived they were not as
prepared to perform are likely the result of not being exposed to opportunities to acquire
and/or develop those leadership skills and abilities over the course of their careers.
Table 29 presents the relationships of the composite mean ratings of the level of
professional preparation among the AACC leadership competency areas. Using an alpha
of .05, no statistically significant relationships exist.
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Table 29
Pearson Product-Moment Correlation Coefficients (r) (n=102)
Leadership
Competency Area
Organizational
Strategy
Resource
Management
Communication
Collaboration
Community
College Advocacy
Professionalism

Organizational
Strategy

Resource
Management

Communication

Collaboration

Community
College
Advocacy

Professionalism

1.000
.717

1.000

.443

.563

1.000

.534

.694

.701

1.000

.503

.514

.589

.686

1.000

.582

.711

.689

.806

.688

1.000

Research Question #4: What is the relationship between the self-perceived level
of professional preparation of academic affairs officers and the following factors: age,
gender, full-time equivalent (FTE) enrollment, structure of institution – union and nonunion, years of experience in other academic administrative positions, and years of
experience in the academic affairs officer position? This question was analyzed using the
multiple regression inferential statistic to reject or fail to reject the following null
hypothesis: There are no statistically significant relationships between the perceived
level of professional preparation of academic affairs officers and respondents’ age,
gender, full-time equivalent (FTE) enrollment, structure of institution – union and nonunion, years of experience in other academic administrative positions, and years of
experience in the academic affairs officer position.
The independent variables in this research question are both continuous and
categorical. Multiple regression requires that all independent variables be continuous.
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As a result, three independent variables were dummy-coded for statistical analysis. The
independent variables in this research question are classified in Table 15.
Data collected were screened for outliers and possible violations of the
assumptions that underlie regression analysis. Outliers were screened using standardized
residuals of greater or less than 3 and Cook’s D greater than 1. No outliers were found.
An examination of the scatter plots of the residuals with predicted values revealed no
violations of the linearity or homoscedasticity assumptions, and the distribution of the
residuals were found to be approximately normal. Variance Inflation Factors were also
calculated to investigate if multicollinearity existed among the independent variables.
Variance Inflation Factors ranged from a low of 1.054 to a high of 1.771. Therefore,
multicollinearity was not deemed to be of concern in this study. The relationships among
the independent variables are presented in Table 16.
Using an alpha level of .05, multiple regression models were analyzed for each of
the composite mean ratings of the perceived level of professional preparation of academic
affairs officers for each of the AACC leadership competency areas and the factors listed
in the research question (i.e., age, gender, full-time equivalent enrollment, structure of
institution – union and non-union, years of experience in other academic administrative
positions, and years of experience in the academic affairs officer position) to determine
statistical significance. R Square values for each of the leadership competency areas
along with the associated F statistics and p-values are presented in Table 30. Statistical
significance is noted by an asterisk.
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Table 30
AACC Leadership Competency Area Composite Mean Ratings of the Level of
Professional Preparation R Square Values, F Statistics, and p-Values (n=102)
Competency Area
Organizational Strategy
Resource Management
Communication
Collaboration
Community College
Advocacy
Professionalism

R Square

F Statistic

p-value

.092
.050
.097
.120
.147

1.176
.614
1.249
1.581
2.00

.322
.764
.280
.141
.055

.072

.905

.516

Note: Predictor variables were age, gender, full-time equivalent (FTE) enrollment (< 2,500, 5,001 –
10000, and >10,000), structure of institution - nonunion, total years of experience in other academic
administrative positions, and total years of experience as an academic affairs officer.

No models were statistically significant, and, therefore, the null hypothesis was
not rejected. However, it should be noted that even though the models for the
“Organizational Strategy,” “Collaboration,” “Community College Advocacy,” and
“Professionalism” leadership competency areas were not statistically significant, the beta
coefficients for age in all of those models were statistically significant. This indicates
that older academic affairs officers perceived that they were more prepared to perform
the identified leadership competencies compared to younger academic affairs officers. A
Type I error should be considered as the models were not statistically significant.
Pearson product-moment correlation coefficients (r) and unstandardized (b) and
standardized (beta) regression coefficients are presented for these leadership competency
areas in Appendix H. Statistical significance is noted by an asterisk.
Research Question #5: What leadership development experiences do academic
affairs officers identify as the most beneficial for their professional development as
academic affairs officers? This question was analyzed using the frequency descriptive
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statistic. Frequencies by ranking are presented in Table 31, with 1 representing the most
important and 5 representing the least important.

Table 31
Rankings of the Most Beneficial Leadership Development Experiences (n=102)
Leadership Development Experiences

Association Leadership Programs and Seminars
Employment as a Paid Consultant
Formal, Written Performance Reviews
“Grow-Your-Own” (In-House) Leadership Programs
Progressive Job Responsibilities
Challenging Job Assignments
Mentoring (role as mentee, not mentor)
Networking
Participation in Civic and Fraternal Organizations in the
Local Community
Participation in Institutional Task Forces, Committees, and
Commissions
Attendance at Conferences and Specialized Workshops and
Seminars
Presentations at Conferences and Specialized Workshops
and Seminars
Serving on a Board of Directors for State/Regional
Organizations
State and Regional Leadership Programs and Seminars
University Leadership Programs and Seminars
University-Based Degree Programs

1

Frequencies by Ranking
2
3
4

5

2
0
1
0
53
21
4
3

4
1
0
0
20
28
10
9

5
1
0
3
8
9
11
5

3
0
6
2
1
8
4
14

4
2
8
3
3
5
5
14

2

4

1

3

5

4

13

25

12

10

5

4

16

9

11

1

1

2

7

3

3

3

5

8

7

2
1
4

3
1
4

0
1
8

9
2
11

7
5
8

Note: Academic affairs officers ranked their top 5 most beneficial leadership development experiences
with 1 representing the most important and 5 representing the least important.

Academic affairs officers ranked progressive job responsibilities as the leadership
development experience felt to be the most beneficial to their professional development
as academic affairs officers. Of the remaining choices, academic affairs officers ranked
challenging job assignments, participation in institutional task forces, committees, and
commissions, and networking, as the second, third, and fourth most beneficial leadership
development experiences, respectively. The fifth most beneficial leadership development
experience was also felt to be networking. A close second for the fifth most beneficial
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leadership development experience was attendance at conferences and specialized
workshops. Based upon frequency totals, university-based degree programs and
mentoring (role as mentee, not mentor) were also considered beneficial leadership
development experiences.

Comparison: Similar Studies on Importance and Preparedness
Since the release of the AACC leadership competency framework in 2005, several
dissertation studies have been conducted on the importance of this leadership competency
framework for current and future community college leaders (Bechtel, 2010; Conover,
2009; Curphy, 2011; Duree, 2007; Gascon-Brewton, 2011; Haney, 2008; Hassan, 2008;
Kools, 2010; Rabey, 2011; Reid-Bunch, 2006; Rodkin, 2011; Schmitz, 2008; Stubbe,
2008). Eight of these dissertations have focused on the position of president, three of
which (Duree, 2007; Hassan, 2008; Kools, 2010) are referenced in Appendices C and D.
Reported in 2008 by the American Council on Education (Eckel, et al., 2009),
60.1% (n=460) of academic affairs officers at public, associate degree-granting
institutions in the nation noted that they were in the number two position behind the
president/chancellor (CEO) of their institution. Further, approximately 46% of
respondents in that study noted that they plan to seek a community college presidency. A
comparison of how presidents responded to the AACC leadership competencies in
similar studies with academic affairs officers is important as many academic affairs
officers are likely to serve in the capacity of president and/or become the president of a
community college.
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Mean composite ratings of importance for each of the AACC leadership
competency areas by academic affairs officers in this study with the presidents from
Hassan’s (2008) and Kools’s (2010) studies are presented in Table 32. For comparison
purposes, the mean composite ratings of importance from this study were converted from
a 4-point scale to a 5-point scale as presented in both Hassan’s (2008) and Kools’s (2010)
studies.

Table 32
Mean Composite Ratings of Importance for each of the AACC Leadership Competency
Areas: Comparison with Hassan’s (2008) and Kool’s (2010) Studies
Competency Area
Communication
Organizational Strategy
Community College
Advocacy
Collaboration
Professionalism
Resource Management

Kools (2010)
Small, Rural
Large, Urban

Price (2012)a

Hassan (2008)

4.39
4.31

4.5
4.5

4.51
4.44

4.54
4.53

4.22
4.17
4.09
3.97

4.5
4.3
4.4
4.3

4.49
4.31
4.32
4.32

4.47
4.38
4.39
4.26

a

Formula used to convert to 5 point scale: Y = (B - A) * (x - a) / (b – a) + A, where Y represents the
converted scale number, B represents the 5-point scale maximum, A represents the 5-point scale minimum,
x represents the original scale number to be converted, a represents the 4-point scale minimum, and b
represents the 4-point scale maximum.

When compared with presidents, academic affairs officers also rated the AACC
leadership competency areas of “Communication,” “Organizational Strategy,” and
“Community College Advocacy” as the three most important AACC leadership
competency areas. Where academic affairs officers rated the “Collaboration” leadership
competency area more important than “Professionalism,” presidents rated the
“Professionalism” leadership competency area more important than “Collaboration.”
Finally, the “Resource Management” leadership competency area was consistently rated
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by both academic affairs officers and presidents as one of the two least important AACC
leadership competency areas. Mean scores for both Hassan’s (2008) and Kools (2010)
studies are provided in Appendix D.
Similarities also exist between the academic affairs officers of this study and the
presidents of Duree’s (2007) study. For example, 96.08% of academic affairs officers
and 97.3% of presidents agree that the identified competency “Listen actively to
understand, analyze, engage, and act” of the “Communication” leadership competency
area is important or very important to lead effectively in their respective positions. Other
examples where academic affairs officers and presidents agreed in the importance of the
identified competencies include: “Develop a positive environment that supports
innovation, teamwork, and successful outcomes,” “Develop, enhance, and sustain
teamwork and cooperation,” “Promote and maintain high standards for personal and
organizational integrity, honesty, and respect for people,” and “Manage conflict and
change in ways that contribute to the long-term viability of the organization.”
Differences between the two groups appear to be the result of a division of labor
between the positions. For example, in the “Community College Advocacy” leadership
competency area, 90.2% of presidents rate “Advocate the community college mission to
all constituents and empower them to do the same” as important or very important to lead
effectively, while 85.15% of academic affairs officers rate that same competency as
important or very important to lead effectively.
Finally, the academic affairs officers in this study and presidents in Duree’s
(2007) study were asked to rate their level of preparedness with respect to the identified
competencies. There are differences in the ratings of preparedness among the leadership
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competency areas between the two groups. However, the two groups were the most
similar in their ratings of preparedness in the “Communication” leadership competency
area, with over 80% of both groups perceiving that they were moderately or very-well
prepared to perform the identified competencies in that leadership competency area.
Results for Duree’s (2007) study are provided in Appendix C.

Comparison: Similar Studies on Leadership Development Experiences
In this study, academic affairs officers were asked to rank in order of importance
the leadership development experiences they felt were the most beneficial to their
professional development as academic affairs officers. Hassan (2008) and Kools (2010)
similarly asked their participants, presidents, to identify the leadership development
experiences they felt most contributed to their professional development as presidents in
the AACC leadership competency areas. There are similar findings among the studies.
As presented in Table 29, academic affairs officers ranked progressive job
responsibilities and challenging job assignments as the two most beneficial leadership
development experiences. Academic affairs officers then ranked participation in
institutional task forces, committees, and commissions; networking; and attendance at
conferences and specialized workshops as the third, fourth, and fifth most beneficial,
respectively. Based upon frequency totals, academic affairs officers also selected
university-based degree programs and mentoring (role of mentee, not mentor) as
beneficial leadership development experiences.
The presidents in both Hassan’s (2008) and Kools’s (2010) studies identified
progressive job responsibilities, challenging job assignments, networking, graduate
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programs, and workshops as the leadership development experiences that presidents felt
contributed the most to their professional development as presidents in the AACC
leadership competency areas. Academic affairs officers selected the same leadership
development experiences, with the exception of mentoring, as those most beneficial to
their professional development as academic affairs officers. Therefore, individuals who
wish to acquire and/or develop the leadership skills and abilities necessary to lead public
community colleges in the United States as either an academic affairs officer or as a
president might do well to seek opportunities to participate in these leadership
development experiences.

Summary
This chapter summarized the purpose, population, and data collection survey
instrument used for this study. Demographic information of the participants of this study
was also provided, along with a detailed statistical analysis of each of the research
questions of this study. Finally, comparisons of the findings from this study with other
similar studies were outlined.
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CHAPTER 5
DISCUSSION
Introduction
This chapter presents a summary of the study, implications for practice, and
implications for future research. This chapter will also present the limitations and
significance of this study. The summary will include references to the tables presented
in both Chapter 4 and the appendices for further consideration.

Summary of the Study
Over the last two decades, several studies have confirmed that there is a
leadership crisis among the nation’s community colleges. This leadership crisis is due to
several factors: retirements (Cejda & Leist, 2006; Duree, 2007; O’Banion, 2006; Shults,
2001; Weisman & Vaughan, 2007); positions vacated for reasons other than retirement
(Cejda et al., 2001; Murray et al., 2000; Mann, 2010); a dearth of people willing to accept
the challenges faced by those in leadership positions (Boggs, 2003; Duree, 2007;
Hockaday & Puyear, 2000; Kasper, 2002; Mann, 2010; Mellow & Heelan, 2008;
Sullivan, 2001); and people being willing but unprepared to assume a leadership position
(Piland & Wolf, 2003).
In response to this leadership crisis, the AACC released a leadership competency
framework consisting of six leadership competency areas deemed “either ‘very’ or
‘extremely’ essential to the effective performance of community college leaders”
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(AACC, 2005, p. 2). Since the release of this framework, limited research has been
conducted on the importance of and the preparation in the identified competencies. The
majority of the research that has been conducted has focused on the position of president,
even though there are several leadership positions within community colleges that are
facing the same anticipated retirements.
One of those leadership positions is that of an academic affairs officer. Academic
affairs officers are individuals who have the highest academic administrative
responsibilities at a community college. As reported in 2008 by the American Council on
Education (Eckel et al., 2009), 60.1% (n=460) of academic affairs officers at public,
associate degree-granting institutions in the nation noted that they were in the number
two position behind the president/chancellor (CEO) of their institution. Also reported by
the American Council on Education (Eckel et al., 2009), 46.2% (n=460) of academic
affairs officers at public, associate degree-granting institutions in the nation noted that
they are ready to retire rather than seek a community college presidency. As a result, it is
imperative that research related to the AACC leadership competencies be extended to
individuals who serve in this leadership position.
This study had two purposes. The first was to extend the research that has been
conducted on the AACC leadership competencies by examining how community college
academic affairs officers perceived the importance of and their own level of professional
preparation in the identified competencies. The second was to examine the leadership
development experiences that academic affairs officers identified as the most beneficial
to their professional development as academic affairs officers. Leadership development
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is essential to ensuring that both current and future leaders are properly prepared for their
roles as leaders within the nation’s community colleges.
The population for this study was academic affairs officers at public community
colleges in the United States. The academic affairs officers that were included in the
population were identified from the membership directory of the AACC. A total of 648
individuals were identified. Of those, 23 did not have valid contact information (i.e.,
email address), and 35 contacted the author stating that they were no longer in the
position. Of the 35, 13 replacement individuals with contact information were provided
and included in the population. One hundred and twenty six responses were initially
collected. Of those, 24 did not complete the survey instrument in its entirety. Applying
the criteria outlined in the section titled “Treatment of Missing Data,” all 24 responses
were not deemed useful and, therefore, were not included in statistical analysis.
Responses that had missing values but met the criteria outlined in the section titled
“Treatment of Missing Data” for inclusion in statistical analysis were replaced by the
mean value of all other values for that particular item. The final usable sample for this
study was 102 respondents.
The survey instrument used for this study was based on the AACC leadership
competency framework, as modified by Duree (2007), which included 45 leadership
competencies summarized into six leadership competency areas: organizational strategy,
resource management, communication, collaboration, community college advocacy, and
professionalism. Using two four-point scales, academic affairs officers were asked to
rate the importance of and their own level of professional preparation in the identified
competencies. The survey instrument also asked academic affairs officers to rank the top
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five leadership development experiences that they feel have been the most beneficial to
their professional development as academic affairs officers.
The majority of participants in this study were female (56%). The average age of
the participants in this study was 56.5 years old. The average years of experience serving
as an academic affairs officer was 9, the average years of experience serving in other
administrative positions was 14.8, and the average years of experience as a full-time
faculty member at a community college was 10.7. Doctorate degrees were held by 70.6%
of the participants in this study, with the majority of participants (56.9%) having an
academic discipline other than community college leadership or higher education
administration as their major field of study. The demographics of this study are similar to
those of past studies (Amey & VanDerLinden, 2002; Eckel et al., 2009; Keim & Murray,
2008; McKenney & Cejda, 2000; Murray et al., 2000; Vaughan, 1990; Amey et al.,
2002).
The majority of participants (60.8%) in this study were employed by institutions
that do not currently have a collective bargaining agreement that represents faculty. The
highest percentage of participants (32.4%) was from institutions with an estimated fulltime equivalent enrollment between 2,501 and 5,000, followed by 27.5% at institutions
with a full-time equivalent enrollment of 2,500 or less.
Academic affairs officers responded that the top three constituent groups that they
find the most challenging to work with are faculty (48.0%), state legislators (48.0%), and
union representatives (29.0%). Academic affairs officers also responded that their top
three areas of greatest concern were budget/financial (74.5%), retention/completion rates
(60.8%), and pending federal, state, and/or local legislation (35.3%). Finally, 54.1% of
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academic affairs officers in this study responded that they would not seek a community
college presidency.
Research Question #1. How do academic affairs officers rate the importance of
the AACC leadership competencies to their effective leadership in academic affairs?
Academic affairs officers rate the leadership competency “Communication” as the most
important of the six AACC leadership competency areas for effective leadership in
academic affairs. The second most important leadership competency area was
“Organizational Strategy,” followed by “Community College Advocacy,”
“Collaboration,” “Professionalism,” and “Resource Management” (see Table 6 in
Chapter 4). The two most and least important identified competencies rated by academic
affairs officers for each leadership competency area are presented in Table 33. Mean
scores and percentages using frequency totals are provided for each identified
competency. The percentages for the “not important” and “somewhat important”
responses were combined, as were the “important” and “very important” responses.

Table 33
Two Most and Least Important Identified Leadership Competencies for each AACC
Leadership Competency Area (n=102)
Mean Score
(SD)a
AACC Leadership Competency

Importance

Percentages
Not/Somewhat
Important

Important/Very
Important

3.55 (.37)

Communication
Most Important
Listen actively to understand, analyze, engage, and act.

3.74 (.53)

3.92

96.08

Create and maintain open communication regarding
resources, priorities, and expectations.

3.68 (.55)

3.92

96.08
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Table 33 (Continued)
Communication (continued)

Least Important
Articulate and champion shared mission, vision, and
values to internal and external audiences.

3.46 (.46)

7.84

92.16

Disseminate and support policies and strategies.

3.19 (.61)

10.78

89.22

3.48 (.37)

Organizational Strategy
Most Important
Develop a positive environment that supports
innovation, teamwork, and successful outcomes.

3.78 (.50)

3.92

96.08

Develop, implement, and evaluate strategies to improve
the quality education at your institution.

3.77 (.46)

1.96

98.04

Align organizational mission, structures, and resources
with the college master plan.

3.26 (.65)

9.90

90.10

Use a systems perspective to assess and respond to the
needs of students and the community.

3.12 (.76)

19.80

80.20

Least Important

3.41 (.55)

Community College Advocacy
Most Important
Promote equity, open access, teaching, learning, and
innovation as primary goals for the college.

3.62 (.55)

0.98

99.02

Demonstrate commitment to the mission of community
colleges and student success through the scholarship of
teaching and learning.

3.47 (.66)

4.90

95.10

14.85

85.15

15.84

84.16

Least Important
Advocate the community college mission to all
constituents and empower them to do the same.

3.30 (.71)

Represent the community college in a variety of settings
as a model of higher education.

108

3.27 (.74)

Table 33 (Continued)
Collaboration
3.38 (.44)
Most Important
Manage conflict and change by building and
maintaining productive relationships.

3.61 (.57)

3.92

96.08

Develop, enhance, and sustain teamwork and
cooperation.

3.60 (.55)

2.94

97.06

Involve students, faculty, staff, and community
members to work for the common good.

3.24 (.68)

11.76

88.24

Demonstrate cultural competence in a global society.

2.92 (.73)

28.43

71.57

Least Important

3.32 (.41)

Professionalism
Most Important
Promote and maintain high standards for personal and
organizational integrity, honesty, and respect for people.

3.79 (.49)

3.92

96.08

Demonstrate the courage to take risks, make difficult
decisions, and accept responsibility.

3.64 (.56)

3.96

96.04

Demonstrate an understanding of the history,
philosophy, and culture of the community college.

3.08 (.78)

24.75

75.25

Contribute to the profession through professional
development programs, professional organizational
leadership, and research/publications.

2.67 (.78)

46.08

53.92

Least Important

3.23 (.46)

Resource Management
Most Important
Manage conflict and change in ways that contribute to
the long-term viability of the organization.

3.61 (.60)

3.96

96.06

Ensure accountability in reporting.

3.40 (.68)

6.86

93.14
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Table 33 (Continued)
Resource Management (continued)
Least Important
Support operational decisions by managing information
resources.

2.88 (.80)

28.43

71.57

Take an entrepreneurial stance in seeking ethical
alternative funding sources.

2.82 (.90)

36.27

63.73

a

Survey used a 4-point scale with 1 representing not important and 4 representing very important.
Standard deviations are reported in parenthesis.

In general, academic affairs officers believe that the AACC leadership
competency areas are important for effective leadership in academic affairs at public
community colleges. The most important leadership competency area was
“Communication,” followed by “Organizational Strategy,” “Community College
Advocacy,” “Collaboration,” “Professionalism,” and “Resource Management.” Except
for the top three AACC leadership competency areas, there is variation in the importance
of the identified competencies for effective leadership. The identified competencies in
the “Professionalism” leadership competency area exhibit the greatest diversity of
importance in ratings, ranging from a low of 53.92% to a high of 96.08% (see Table 11 in
Chapter 4).
There are several key indications from these results. First, the results of the
“Communication” leadership competency area support the work of Eddy (2010) on the
importance of “framing the message” for effective leadership. Second, the results of the
“Community College Advocacy” leadership competency area reaffirm the division of
labor between academic affairs officers and presidents. Specifically, presidents are
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encouraged to be out in the community informing the community of their colleges’
missions, whereas academic affairs officers are more inclined to focus on community
college advocacy, and its nuances, on the campus itself. Finally, the results of the
“Collaboration” leadership competency area indicate that managing conflict and building
relationships is very important, especially given the pressures of reduced funding and
accountability with respect to completion rates.

Most surprising is the composite mean

rating of importance for the “Resource Management” leadership competency area. With
academic affairs officers indicating that their greatest area of concern is budget/financial
(see Table 5 in Chapter 4), it would seem that this leadership competency area would not
have received such a low rating of importance. The identified competencies in this
leadership competency area may become more important as community college leaders
search for ways to maintain the long-term viability of their institutions.
Results from this study are similar to other studies, specifically Hassan (2008),
and Kools (2010). When compared with presidents from Hassan’s (2008) and Kools’s
(2010) studies, presidents also rated the AACC leadership competency areas of
“Communication,” “Organizational Strategy,” and “Community College Advocacy” as
the three most important of the AACC leadership competency areas. Where academic
affairs officers rated the “Collaboration” leadership competency area more important than
“Professionalism,” presidents rated the “Professionalism” leadership competency area
more important than “Collaboration.” Finally, the “Resource Management” leadership
competency area was consistently rated by both academic affairs officers and presidents
as one of the two least important AACC leadership competency areas (see Table 30 in
Chapter 4).
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Research Question #2. What is the relationship between the ratings of the
importance of the leadership competencies by academic affairs officers and the following
factors: age, gender, full-time equivalent (FTE) enrollment, structure of institution –
union and non-union, years of experience in other academic administrative positions, and
years of experience in the academic affairs officer position? Using multiple regression
to analyze the relationships between the AACC leadership competency areas and the
factors noted in the question, the “Organizational Strategy,” “Resource Management,”
and “Collaboration” leadership competency areas were statistically significant models
(see Table 16 in Chapter 4).
The factors statistically significant for both the “Organizational Strategy” and
“Resource Management” leadership competency areas were gender and institutions with
a full-time equivalent enrollment between 5,001 and 10,000. This indicates that
academic affairs officers who are female consider these leadership competency areas
more important than those who are male. In addition, these results indicate that academic
affairs officers who are employed at institutions with a full-time equivalent enrollment of
5,001 to 10,000, consider these leadership competency areas more important than those
who are employed at institutions with a full-time equivalent enrollment of 2,501 to 5,000.
Finally, for the “Collaboration” leadership competency area, there was a statistically
significant difference in gender indicating that academic affairs officers who are female
also consider this leadership competency area more important than those who are male.
It should be noted that, even though the models for the “Communication” and
“Community College Advocacy” leadership competency areas were not statistically
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significant, the beta coefficients for gender in both models were statistically significant.
A Type I error should be considered as the models were not statistically significant.
Research Question #3. What is the self-perceived level of professional
preparation of academic affairs officers with respect to the AACC leadership
competencies? Academic affairs officers perceive that they are the most prepared to
perform the identified competencies in the “Communication” leadership competency
area, followed by the identified competencies in the “Community College Advocacy,”
“Professionalism,” “Collaboration,” “Organizational Strategy,” and “Resource
Management” leadership competency areas (see Table 20 in Chapter 4). The two most
and least prepared to perform identified competencies rated by academic affairs officers
for each leadership competency area are presented in Table 34. Mean scores and
percentages using frequency totals are provided for each identified competency. The
percentages for the “not prepared” and “somewhat prepared” responses were combined,
as were the “moderately prepared” and “very well-prepared” responses.

Table 34
Two Most and Least Prepared to Perform Identified Leadership Competencies for each
AACC Leadership Competency Area (n=102)
Mean Score
(SD)a
Preparedness

AACC Leadership Competency

Percentages
Not/Somewhat
Prepared

Moderately/
Very WellPrepared

5.88

94.12

3.41 (.49)

Communication
Most Prepared
Listen actively to understand, analyze, engage, and act.
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3.55 (.64)

Table 34 (Continued)
Communication (continued)
Most Prepared (continued)
Project confidence and respond responsibly and
tactfully.

3.47 (.68)

10.89

89.11

Disseminate and support policies and strategies.

3.32 (.76)

13.73

86.27

Articulate and champion shared mission, vision, and
values to internal and external audiences.

3.30 (.73)

13.73

86.27

3.54 (.66)

6.86

93.14

3.49 (.68)

8.82

91.18

3.34 (.79)

15.69

84.31

3.29 (.73)

15.69

84.31

Least Prepared

3.40 (.55)

Community College Advocacy
Most Prepared
Demonstrate commitment to the mission of community
colleges and student success through the scholarship of
teaching and learning.
Promote equity, open access, teaching, learning, and
innovation as primary goals for the college.
Least Prepared
Value and promote diversity, inclusion, equity, and
academic excellence.
Represent the community college in a variety of settings
as a model of higher education.

3.28 (.47)

Professionalism
Most Prepared
Promote and maintain high standards for personal and
organizational integrity, honesty, and respect for people.

3.77 (.51)

3.92

96.08

Support lifelong learning for self and others.

3.53 (.62)

6.86

93.14

Contribute to the profession through professional
development programs, professional organizational
leadership, and research/publications.

2.94 (.89)

30.39

69.61

Demonstrate transformational leadership.

2.94 (.91)

32.67

67.33

Least Prepared
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Table 34 (Continued)
3.19 (.48)

Collaboration
Most Prepared
Develop, enhance, and sustain teamwork and
cooperation.

3.46 (.59)

4.90

95.10

Facilitate shared problem solving and decision making.

3.42 (.64)

5.88

94.12

Work effectively and diplomatically with legislators,
board members, business leaders, accreditation
organizations, and others.

2.90 (.86)

30.39

69.61

Demonstrate cultural competence in a global society.

2.88 (.86)

33.33

66.67

Least Prepared

Organizational Strategy
3.08 (.54)
Most Prepared
Develop a positive environment that supports
innovation, teamwork, and successful outcomes.

3.59 (.57)

3.92

96.08

Develop, implement, and evaluate strategies to improve
the quality education at your institution.

3.31 (.81)

15.96

84.31

Use a systems perspective to assess and respond to the
needs of students and the community.

2.85 (.86)

35.29

64.71

Maintain and grow college personnel, fiscal resources,
and assets.

2.71 (.84)

35.64

64.36

Least Prepared

2.85 (.61)

Resource Management
Most Prepared
Employ organizational, time management, planning,
and delegation skills.

3.21 (.82)

19.61

80.39

Manage conflict and change in ways that contribute to
the long-term viability of the organization.

3.09 (.80)

21.78

78.22
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Table 34 (Continued)

Resource Management (continued)
Least Prepared
Implement a human resources system that fosters the
professional development and advancement of all staff.

2.59 (.98)

49.02

50.98

Take an entrepreneurial stance in seeking ethical
alternative funding sources.

2.35 (1.02)

57.84

42.16

a

Survey used a 4-point scale with 1 representing not important and 4 representing very important.
Standard deviations are reported in parenthesis.

Academic affairs officers perceived that they were moderately or very wellprepared to perform many, but not all, of the identified competencies that were rated
more important. For example, 94.12% of academic affairs officers perceived that they
were moderately or very-well prepared to “Listen actively to understand, analyze,
engage, and act” in the “Communication” leadership competency area. This identified
competency was also rated as the most important identified competency for that
leadership competency area.
There were also identified competencies that academic affairs officers perceived
that they were not as well prepared to perform. Of these identified competencies, several
were considered important for effective leadership in leading academic affairs. For
example, 92.08% of academic affairs officers indicated that “Maintain and grow college
personnel, fiscal resources, and assets” in the “Organizational Strategy” leadership
competency area was very important to lead academic affairs effectively. However, only
64.36% felt moderately or very well-prepared to perform that identified competency.
Other examples exist in the “Collaboration” and “Resource Management” leadership
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competency areas. This indicates a need by academic affairs officers to seek
opportunities to acquire and/or develop these leadership skills and abilities.
Further, it appears that responses to some of the identified competencies indicate
a lack of being prepared because the identified competency is not deemed as important
for effective leadership in leading academic affairs. For example, 42.16% of academic
affairs officers felt moderately or very well-prepared to “Take an entrepreneurial stance
in seeking ethical alternative funding sources” in the “Resource Management” leadership
competency area. Only 63.73% of academic affairs officers felt that this was an
important or very important competency to be able to perform in leading academic
affairs. Other examples exist in the “Professionalism,” “Collaboration,” and
“Organizational Strategy” leadership competency areas. This may be understandable in
that the activities associated with many of these identified competencies are more closely
related to presidents.
Academic affairs officers in this study and presidents in Duree’s (2007) study
were asked to rate their level of preparedness with respect to the identified competencies;
presidents specifically their level of preparation prior to their first presidency. There are
differences in the ratings of preparedness among the leadership competency areas
between the two groups. However, the two groups were the most similar in their ratings
of preparedness in the “Communication” leadership competency area, with over 80% of
both groups perceiving that they were moderately or very-well prepared to perform the
identified competencies in that leadership competency area. Results for Duree’s (2007)
study are provided in Appendix C.
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Research Question #4. What is the relationship between the self-perceived level
of professional preparation of academic affairs officers and the following factors: age,
gender, full-time equivalent (FTE) enrollment, structure of institution – union and nonunion, years of experience in other academic administrative positions, and years of
experience in the academic affairs officer position? Using multiple regression to analyze
the relationships between the AACC leadership competency areas and the factors noted
in the question, no models were statistically significant (see Table 28 in Chapter 4).
However, it should be noted that even though no regression models were
statistically significant, the beta coefficients for age in the “Organizational Strategy,”
“Collaboration,” “Community College Advocacy,” and “Professionalism” leadership
competency area models were statistically significant. This indicates that older academic
affairs officers perceived that they were more prepared to perform the identified
leadership competencies compared to younger academic affairs officers. A Type I error
should be considered as the model itself is not statistically significant.
Research Question #5. What leadership development experiences do academic
affairs officers identify as the most beneficial for their professional development as
academic affairs officers? Academic affairs officers ranked progressive job
responsibilities as the leadership development experience felt to be the most beneficial to
their professional development as academic affairs officers. Of the remaining choices,
academic affairs officers ranked challenging job assignments, participation in
institutional task forces, committees, and commissions, and networking as the second,
third, and fourth most beneficial leadership development experiences, respectively. The
fifth most beneficial leadership development experience was networking, followed by
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attendance at conferences and specialized workshops (see Table 29 in Chapter 4). Based
upon frequency totals, university-based degree programs and mentoring (role as mentee,
not mentor) were also considered beneficial leadership development experiences.
Individuals who wish to acquire and/or develop the leadership skills and abilities
necessary to effectively lead academic affairs in public community colleges in the United
States might do well to seek opportunities to participate in these leadership development
experiences. Progressive job responsibilities and challenging job assignments can be
obtained by broadening current job duties and seeking advanced positions. Participation
in institutional task forces, committees, and commissions should be considered as
vacancies arise and serving on short-term institutional task forces, committees, and
commissions for specific purposes should also be considered. Networking opportunities
can be obtained not only with colleagues at one’s institution but also within professional
organizations. Conferences and specialized workshops that focus on leadership skills and
abilities, specifically AACC oriented, should be attended. Individuals who do not
currently hold a doctorate degree should consider obtaining a doctorate degree. Finally,
individuals who do not have a mentor should consider seeking a mentor.
Results from this study of the most beneficial leadership development experiences
are similar to those of both Hassan (2008), and Kools (2010).

Hassan (2008) and Kools

(2010) asked their participants, presidents, to identify the leadership development
experiences they felt most contributed to their professional development as presidents in
the AACC leadership competency areas. The presidents in both Hassan’s (2008) and
Kools’s (2010) studies identified progressive job responsibilities, challenging job
assignments, networking, graduate programs, and workshops as the leadership
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development experiences that presidents felt contributed the most to their professional
development as presidents in the AACC leadership competency areas. Academic affairs
officers selected the same leadership development experiences, with the exception of
mentoring, as those most beneficial to their professional development as academic affairs
officers.

Implications for Practice
In reviewing the findings from this study, there would seem to be several
implications for practice. First, the results of this study can be used to inform those
persons seeking academic affairs officer positions of the relative importance of the
AACC leadership competencies as perceived by a sample of incumbents. In considering
application for the position of academic affairs officer, it would seem useful to consider
the views of incumbents to determine which leadership competencies were considered
most important for effective leadership. Having knowledge of the leadership
competencies needed to be an effective leader as an academic affairs officer, aspirants
could assess their own levels of competency and develop professional development plans
for improvement in competency areas where there is deemed a need for improvement. In
addition, reviewing the leadership competency areas where incumbents felt the least
prepared may offer hints about the leadership competency areas that need more attention.
Although the AACC leadership competencies cannot represent the entire range of
leadership skills and abilities that might relate to effectiveness as an academic affairs
officer, they do provide guidance in areas that appear to be very important to those
serving in academic affairs officer positions.
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The data from this study can also be used to inform leaders of higher education
leadership and professional development programs of the leadership competencies that
perhaps should be addressed in the curricula of their programs. Although there would
seem to be a need for a balance between theory and practice, it seems reasonable to
expect that graduates have some exposure to the skills and knowledge defined in the
AACC leadership competency areas. Further study might investigate to what extent
higher education leadership programs provide instruction or experiences in the various
areas of the AACC leadership competencies.
The demographics from this study indicate than a significant percentage of
academic affairs officers were not graduates of higher education leadership programs. In
all likelihood, these individuals were community college educators, possibly in a
discipline. Under the umbrella of supporting campus constituents to seek administrative
positions, the AACC leadership competencies may be distributed and discussed in
campus leadership programs. The more information potential academic affairs officer
candidates have, the more likely they may be to develop the leadership skills and abilities
perceived as necessary for success in those positions.
Another practical implication of this study is to inform those seeking academic
affairs officer positions of the leadership development experiences perceived by a sample
of incumbents as beneficial to their leadership development. It is clear from this
research, and that conducted by Hassan (2008) and Kools (2010), that progressive job
responsibilities were considered one of the most beneficial activities in developing the
leadership skills and abilities in becoming an effective academic affairs officer. Those
interested in moving up the administrative ladder would do well to seek opportunities for
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expanded responsibility and more challenging experiences. It was also found in this
study that those who were older perceived their leadership competency levels to be
higher, corroborating the importance of acquiring more challenging job responsibilities
and experiences for growth.
Yet another possible implication for practice is in the use of the AACC leadership
competency research findings in the search process for academic affairs officers. As
suggested by Hassan (2008), knowing how incumbents perceive the importance of
various leadership competencies can give search committees some direction in
formulating the desired qualifications of candidates and later in interviewing candidates.
Search committees themselves may not have a good understanding of the leadership
competency set required for success as an academic affairs officer, so providing them
with this information may result in a more successful search.
Finally, one additional practical use of the data from this study is a comparison of
the research on presidents’ views on the importance of the AACC leadership
competencies with those of academic affairs officers. The academic affairs officer
position has been one of the traditional steps to becoming a community college president.
Academic affairs officers could use the results from this study to compare the relative
importance of the leadership competencies as viewed by community college presidents in
other studies. In the experience of the author, it seems clear that there are some shared
and some different skill sets for presidents and academic affairs officers. Knowledge of
the differences may be instrumental in acquiring and retaining a community college
presidency.
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Implications for Future Research
This study had two purposes. The first was to extend the research that has been
conducted on the AACC leadership competencies by examining how community college
academic affairs officers perceive the importance of and their own level of professional
preparation in the identified competencies. The second was to examine the leadership
development experiences that academic affairs officers identify as the most beneficial to
their professional development as academic affairs officers. The findings of this study,
along with the limited research that has been conducted on the importance of and the
preparation in the identified competencies, suggest additional topics for future research.
1. Conduct similar research studies that focus on other leadership positions
within public community colleges and private two-year colleges, such as
student affairs officers, campus provosts, business affairs officers, and faculty
department chairs.
2. Conduct comparative research studies that focus on academic affairs officer
leadership positions in public community colleges where the highest degree is
an associate degree and those institutions that are still considered community
colleges but offer both associate and baccalaureate degrees.
3. Conduct a qualitative study with multiple focus groups where both academic
affairs officers and presidents are present, with the primary purpose of the
study being to discuss the nuanced differences between the leadership
requirements of the two positions with respect to the AACC leadership
competencies. A secondary purpose would be to determine whether the

123

leadership competencies as now described need to be reassessed and revised
due to the current environment.
4. Conduct a study of higher education leadership programs to determine how
much of their curricula relate to the AACC leadership competency areas
identified by academic affairs officers and presidents as important to effective
leadership.

Limitations of this Study
This study has several limitations which need to be considered when reviewing
this study. First, the population used for this study was academic affairs officers at public
community colleges in the United States. The findings resulting from this research
design can be generalized only to this population.
Second, a total of 603 academic affairs officers were emailed the survey
instrument. Of the population, 126 academic affairs officers responded. Of those who
responded, only 102 had usable survey instruments. Of the usable instruments, several
had missing data and, where data values were missing, those values were replaced with
the mean value of all other values for that particular item.
Third, only public community colleges in the United States were included in this
study. Private community colleges and both public and private 4-year universities were
excluded. Therefore, the results of this study can only be generalized to academic affairs
officers at public community colleges in the United States.
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Fourth, the leadership competencies being examined as part of this study are those
identified by the AACC. Additional leadership attributes, competencies, and/or skills
that are provided throughout the literature were excluded from this study.
Finally, the findings of this study are the result of the self-perceptions of the
respondents of the survey instrument. The opinions of supervising direct reports, peers,
and others who might have valuable input regarding respondents’ leadership skills and
abilities were excluded from this study.

Significance of this Study
The significance of this study is to provide practical, relevant, and timely
information for both current practicing academic affairs officers and those who aspire to
lead public community colleges in the position of academic affairs officer. This
information includes the importance of the leadership competencies identified by the
AACC as essential to the effective performance of community college leaders in leading
academic affairs and the level of professional preparation of academic affairs officers
with respect to the identified competencies. In addition, this information includes the
leadership development experiences that academic affairs officers identify as the most
beneficial to their professional development as academic affairs officers.
The leadership competencies identified by the AACC are the leadership skills
and abilities that have been confirmed as important through research to the effective
performance of community college leaders. Therefore, they are the leadership
competencies identified through research that need to be acquired and/or developed to
lead community colleges effectively.
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APPENDIX A
AACC Competencies for Community College Leaders (2005)
Organizational Strategy
•

Assess, develop, implement, and evaluate strategies regularly to monitor and
improve the quality of education and the long-term health of the organization.

•

Use data-driven evidence and proven practices from internal and external
stakeholders to solve problems, make decisions, and plan strategically.

•

Use a systems perspective to assess and respond to the culture of the
organization; to changing demographics; and to the economic, political, and
public health needs of students and the community.

•

Develop a positive environment that supports innovation, teamwork, and
successful outcomes.

•

Maintain and grow college personnel and fiscal resources and assets.

•

Align organizational mission, structures, and resources with the college
master plan.

Resource Management
•

Ensure accountability in reporting.

•

Support operational decisions by managing information resources and
ensuring the integrity and integration of reporting systems and databases.

•

Develop and manage resource assessment, planning, budgeting, acquisition,
and allocation processes consistent with the college master plan and local,
state, and national policies.

•

Take an entrepreneurial stance in seeking ethical alternative funding sources.
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•

Implement financial strategies to support programs, services, staff, and
facilities.

•

Implement a human resources system that includes recruitment, hiring,
reward, and performance management systems and that fosters the
professional development and advancement of all staff.

•

Employ organizational, time management, planning, and delegation skills.

•

Manage conflict and change in ways that contribute to the long-term viability
of the organization.

Communication
•

Articulate and champion shared mission, vision, and values to internal and
external audiences, appropriately matching message to audience.

•

Disseminate and support policies and strategies.

•

Create and maintain open communications regarding resources, priorities, and
expectations.

•

Convey ideas and information succinctly, frequently, and inclusively through
media and verbal and nonverbal means to the board and other constituencies
and stakeholders.

•

Listen actively to understand, comprehend, analyze, engage, and act.

•

Project confidence and respond responsibly and tactfully.

Collaboration
•

Embrace and employ the diversity of individuals, cultures, values, ideas, and
communication styles.

•

Demonstrate cultural competence relative to a global society.
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•

Catalyze involvement and commitment of students, faculty, staff, and
community members to work for the common good.

•

Build and leverage networks and partnerships to advance the mission, vision,
and goals of the community college.

•

Work effectively and diplomatically with unique constituent groups such as
legislators, board members, business leaders, accreditation organizations, and
others.

•

Manage conflict and change by building and maintaining productive
relationships.

•

Develop, enhance, and sustain teamwork and cooperation.

•

Facilitate shared problem-solving and decision-making.

Community College Advocacy
•

Value and promote diversity, inclusion, equity, and academic excellence.

•

Demonstrate a passion for and commitment to the mission of community
colleges and student success through the scholarship of teaching and learning.

•

Promote equity, open access, teaching, learning, and innovation as primary
goals for the college, seeking to understand how these change over time and
facilitating discussion with all stakeholders.

•

Advocate the community college mission to all constituents and empower
them to do the same.

•

Advance life-long learning and support a learner-centered and learningcentered environment.
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•

Represent the community college in the local community, in the broader
educational community, at various levels of government, and as a model of
higher education that can be replicated in international settings.

Professionalism
•

Demonstrate transformational leadership through authenticity, creativity, and
vision.

•

Understand and endorse the history, philosophy, and culture of the community
college.

•

Self-assess performance regularly using feedback, reflection, goal-setting, and
evaluation.

•

Support lifelong learning for self and others.

•

Manage stress through self-care, balance, adaptability, flexibility, and humor.

•

Demonstrate the courage to take risks, make difficult decisions, and accept
responsibility.

•

Understand the impact of perceptions, world views, and emotions on self and
others.

•

Promote and maintain high standards for personal and organizational integrity,
honesty, and respect for people.

•

Use influence and power wisely in facilitating the teaching-learning process
and the exchange of knowledge.

•

Weigh short-term and long-term goals in decision-making.

•

Contribute to the profession through professional development programs,
professional organizational leadership, and research/publication.
138

APPENDIX B
Academic Affairs Officer Leadership Competency and Demographic Survey

January 25, 2012
Re: Academic Affairs Officers: An Application of the American Association of
Community Colleges Competencies for Community College Leaders, eIRB#5931
Dear Academic Affairs Officer:
I am a Ph.D. candidate in Higher Education Administration at the University of South
Florida. I am also employed as a full-time faculty member at Pasco-Hernando
Community College in New Port Richey, Florida. My primary research interest is in
academic affairs leadership in public community colleges.
In 2005, the American Association of Community Colleges released a leadership
competency framework called, Competencies for Community College Leaders. This
framework consists of six leadership competency areas deemed “either ‘very’ or
‘extremely’ essential to the effective performance of community college leaders.” It is
well documented that a large percentage of community college presidents come from the
ranks of academic affairs officers, so it is important to understand how academic affairs
officers perceive the importance of and their preparation in the AACC leadership
competencies as they consider preparing for presidencies. There has been considerable
research documenting community college presidents’ perceptions of the importance of
these competencies, but there has been little research on how academic affairs officers
perceive the importance of these competencies to effective leadership in academic affairs.
In addition, there has been scant research identifying those leadership development
experiences that academic affairs officers feel are the most beneficial for their
professional development as academic affairs officers. The purpose of this research
study is to provide further information on these issues.
For purposes of my dissertation, I would be most appreciative if you would take the time
to complete the electronic survey provided. The survey should take you approximately
20 – 25 minutes to complete. My research study is designed to offer practical, relevant,
and timely information for both current practicing academic affairs officers and those
who aspire to the position of academic affairs officer.
You are being asked to participate in this research study because you are identified as an
academic affairs officer at a public community college in the American Association of
Community Colleges membership directory. This is a voluntary research study. Please
be advised that the University of South Florida Institution Review Board and the
Department of Health and Human Services can review all of the research records
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associated with this research study. Please feel free to contact the University of South
Florida Institution Review Board at (813) 974-5638 and/or myself at (352) 592-2682 or
msullens@mail.usf.edu, if you have any questions regarding this research study.
Please be assured that the information that you provide will remain confidential and only
used in general contexts for purposes of this research study. Thank you very much for
your willingness to participate in this research study!
Sincerely,

Misty Renee Price, CPA, MAc.
Doctoral Candidate, University of South Florida
To participate in this research study, please click the following link (which will take you
directly to the survey): https://www.surveymonkey.com/s.aspx.
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Leadership Development Experiences
Instructions: Please rank in order of importance (choose five), with 1 indicating the
most important and 5 indicating the least important, the leadership development
experiences that you feel have been the most beneficial to your professional development
as an academic affairs officer.

Association Leadership Programs and Seminars

_____

Employment as a Paid Consultant

_____

Formal, Written Performance Reviews

_____

“Grow-Your-Own” (In-House) Leadership Programs

_____

Progressive Job Responsibilities

_____

Challenging Job Assignments

_____

Mentoring (role as mentee, not mentor)

_____

Networking

_____

Participation in Civic and Fraternal Organizations in the Local
Community

_____

Participation in Institutional Task Forces, Committees, and
Commissions

_____

Presentations at Conferences

_____

Serving on a Board of Directors for State/Regional Organizations

_____

Specialized Workshops and Seminars

_____

State and Regional Leadership Programs and Seminars

_____

University Leadership Programs and Seminars

_____

University-Based Degree Programs

_____
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AACC Leadership Competencies for Community College Leaders [as modified by
Duree (2007)]
Instructions: Please rate: 1) your level of professional preparation with respect to each
leadership competency and 2) the importance of each leadership competency to the
effective leadership in leading academic affairs. The scale is as follows:
1 = Not prepared; not important
2 = Somewhat prepared; somewhat important
3 = Moderately well-prepared; important
4 = Very well-prepared; very important

1. Organizational Strategy
Not Prepared
1
2
Not Important

Well Prepared
3
4
Very Important

Develop, implement, and evaluate
strategies to improve the quality education Preparation
Importance
at your institution.

o
o

o
o

o
o

o
o

Use data-driven decision-making practices
Preparation
to plan strategically.
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Use a systems perspective to assess and
respond to the needs of students and the
community.
Develop a positive environment that
supports innovation, teamwork, and
successful outcomes.
Maintain and grow college personnel,
fiscal resources, and assets.
Align organizational mission, structures,
and resources with the college master
plan.

142

2. Resource Management
Not Prepared
1
2
Not Important

Ensure accountability in reporting.

Support operational decisions by
managing information resources.
Develop and manage resources consistent
with the college master plan.
Take an entrepreneurial stance in seeking
ethical alternative funding sources.
Implement financial strategies to support
programs, services, staff, and facilities.
Implement a human resources system that
fosters the professional development and
advancement of all staff.
Employ organizational, time management,
planning, and delegation skills.
Manage conflict and change in ways that
contribute to the long-term viability of the
organization.

Well Prepared
3
4
Very Important

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o
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3. Communication
Not Prepared
1
2
Not Important

Articulate and champion shared mission,
vision, and values to internal and external
audiences.
Disseminate and support policies and
strategies.
Create and maintain open communication
regarding resources, priorities, and
expectations.
Effectively convey ideas and information
to all constituents.
Listen actively to understand, analyze,
engage, and act.
Project confidence and respond
responsibly and tactfully.

Well Prepared
3
4
Very Important

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o
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4. Collaboration
Not Prepared
1
2
Not Important

Embrace and employ the diversity of
individuals, cultures, values, ideas, and
communication styles.
Demonstrate cultural competence in a
global society.
Involve students, faculty, staff, and
community members to work for the
common good.
Establish networks and partnerships to
advance the mission of the community
college.
Work effectively and diplomatically with
legislators, board members, business
leaders, accreditation organizations, and
others.
Manage conflict and change by building
and maintaining productive relationships.
Develop, enhance, and sustain teamwork
and cooperation.
Facilitate shared problem solving and
decision making.

Well Prepared
3
4
Very Important

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

145

5. Community College Advocacy
Not Prepared
1
2
Not Important

Value and promote diversity, inclusion,
equity, and academic excellence.
Demonstrate commitment to the mission
of community colleges and student
success through the scholarship of
teaching and learning.
Promote equity, open access, teaching,
learning, and innovation as primary goals
for the college.
Advocate the community college mission
to all constituents and empower them to
do the same.
Advance lifelong learning and support a
learning-centered environment.
Represent the community college in a
variety of settings as a model of higher
education.

Well Prepared
3
4
Very Important

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o
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6. Professionalism
Not Prepared
1
2
Not Important

Demonstrate transformational leadership.

Demonstrate an understanding of the
history, philosophy, and culture of the
community college.
Regularly self-assess one’s own
performance using feedback, reflection,
goal setting, and evaluation.
Support lifelong learning for self and
others.
Manage stress through self-care, balance,
adaptability, flexibility, and humor.
Demonstrate the courage to take risks,
make difficult decisions, and accept
responsibility.
Understand the impact of perceptions,
worldviews, and emotions on self and
others.
Promote and maintain high standards for
personal and organizational integrity,
honesty, and respect for people.
Use influence and power wisely in
facilitating the teaching-learning process
and the exchange of knowledge.
Weigh short-term and long-term goals in
decision making.
Contribute to the profession through
professional development programs,
professional organizational leadership,
and research/publications.

Well Prepared
3
4
Very Important

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o

Preparation
Importance

o
o

o
o

o
o

o
o
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Demographic Information
Instructions: Please answer the following demographic questions to the best of your
ability. All responses will remain confidential.

1. What is your gender?

_____ Male _____ Female

2. What is your age? __________
3. What are your total years of experience as a chief academic affairs officer at an
institution and/or as an academic affairs officer of a campus at a multi-campus
institution? __________
4. What are your total years of experience in other academic administrative positions
such as faculty department chair, academic dean, associate dean, and/or division
director? __________
5. What are your total years of experience as a full-time faculty member at a
community college(s)? __________
6. Are faculty at the institution for which you are currently an academic affairs
officer represented by a recognized collective bargaining agent (i.e., labor union)?
_____Yes
_____No
7. What is the approximate annual full-time equivalent (FTE) enrollment served by
the institution for which you are an academic affairs officer?
a. _____ < 2,500 (FTE)
b. _____ 2,501 – 5,000 (FTE)
c. _____ 5,001 – 10,000 (FTE)
d. _____ > 10,001 (FTE)
8. What is your highest degree earned?
a. _____Doctorate
b. _____Master’s
c. _____Bachelor’s
9. What was your major field of study in your highest degree?
a. _____Higher education: community college leadership concentration
b. _____Higher education: higher education administration concentration
c. _____Other academic discipline
If other academic discipline, please explain: _______________
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10. Which constituent groups do you find the most challenging to work with (choose
three)?
a. _____State legislators
b. _____Board of Trustees
c. _____President
d. _____Direct reports (subordinates)
e. _____Faculty
f. _____Students
g. _____Union representatives
h. _____Other
If other, please explain: _______________
11. Which of the following areas currently represent the greatest concerns for your
institution (choose three)?
a. _____Accountability
b. _____Accreditation
c. _____Budget/financial
d. _____Diversity
e. _____Enrollment trends
f. _____Facilities (aging and/or capacity limitations)
g. _____Globalization
h. _____Pending federal, state, and/or local legislation
i. _____Retention/completion rates
j. _____Personnel
k. _____Other
If other, please explain: _______________
12. Do you plan to seek a community college presidency? _____Yes _____No
13. What do you wish you would have done differently to prepare for community
college leadership, knowing what you know now?
__________________________________________________________________
__________________________________________________________________
__________________________________________________________________
__________________________________________________________________
__________________________________________________________________
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APPENDIX C
Duree (2007) Dissertation Study Findings
Table C1
Percentages of Preparedness and Importance
Prepared/
Well-Prepared
(Percent)

Important/
Very Important
(Percent)

Develop, implement, and evaluate strategies to
improve the quality education at your institution.

84.6

95.6

Use data-driven decision-making practices to plan
strategically.

79.6

96.4

Use a systems perspective to assess and respond to
the needs of students and the community.

73.3

89.7

Develop a positive environment that supports
innovation, teamwork, and successful outcomes.

90.4

98.8

Maintain and grow college personnel, fiscal
resources, and assets.

77.8

98.0

Align organizational mission, structures, and
resources with the college master plan.

80.2

96.4

Ensure accountability in reporting.

80.3

96.1

Support operational decisions by managing
information resources.

71.4

92.5

Develop and manage resources consistent with the
college master plan.

79.3

94.7

Take an entrepreneurial stance in seeking ethical
alternative funding sources.

61.4

85.8

AACC Leadership Competency
Organizational Strategy

Resource Management
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Prepared/
Well-Prepared
(Percent)

Important/
Very Important
(Percent)

Implement financial strategies to support
programs, services, staff, and facilities.

77.4

95.9

Implement a human resources system that fosters
the professional development and advancement of
all staff.

74.4

95.4

Employ organizational, time management,
planning, and delegation skills.

82.9

94.4

Manage conflict and change in ways that
contribute to the long-term viability of the
organization.

83.6

97.1

Articulate and champion shared mission, vision,
and values to internal and external audiences.

86.0

96.8

Disseminate and support policies and strategies.

81.2

89.2

Create and maintain open communication
regarding resources, priorities, and expectations.

89.6

96.6

Effectively convey ideas and information to all
constituents.

88.7

96.9

Listen actively to understand, analyze, engage, and
act.

88.4

97.3

Project confidence and respond responsibly and
tactfully.

87.7

95.5

Embrace and employ the diversity of individuals,
cultures, values, ideas, and communication styles.

80.0

90.8

Demonstrate cultural competence in a global
society.

66.3

82.2

AACC Leadership Competency
Resource Management (continued)

Communication
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Prepared/
Well-Prepared
(Percent)

Important/
Very Important
(Percent)

Involve students, faculty, staff, and community
members to work for the common good.

82.1

91.3

Establish networks and partnerships to advance the
mission of the community college.

77.1

92.7

Work effectively and diplomatically with
legislators, board members, business leaders,
accreditation organizations, and others.

66.0

94.2

Manage conflict and change by building and
maintaining productive relationships.

83.3

94.2

Develop, enhance, and sustain teamwork and
cooperation.

87.0

94.4

Facilitate shared problem solving and decisionmaking.

84.3

91.6

Value and promote diversity, inclusion, equity,
and academic excellence.

79.0

87.9

Demonstrate commitment to the mission of
community colleges and student success through
the scholarship of teaching and learning.

79.3

83.8

Promote equity, open access, teaching, learning,
and innovation as primary goals for the college.

85.5

89.9

Advocate the community college mission to all
constituents and empower them to do the same.

84.3

90.2

AACC Leadership Competency
Collaboration

Community College Advocacy
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Prepared/
Well-Prepared
(Percent)

Important/
Very Important
(Percent)

Advance lifelong learning and support a learningcentered environment.

83.2

88.2

Represent the community college in a variety of
settings as a model of higher education.

82.7

88.5

Demonstrate transformational leadership.

69.4

85.8

Demonstrate an understanding of the history,
philosophy, and culture of the community college.

80.0

77.6

Regularly self-assess one’s own performance
using feedback, reflection, goal setting, and
evaluation.

78.8

89.9

Support lifelong learning for self and others.

85.0

86.3

Manage stress through self-care, balance,
adaptability, flexibility, and humor.

65.3

89.4

Demonstrate the courage to take risks, make
difficult decisions, and accept responsibility.

83.8

91.4

Understand the impact of perceptions, worldviews,
and emotions on self and others.

72.5

81.9

Promote and maintain high standards for personal
and organizational integrity, honesty, and respect
for people.

87.2

91.8

AACC Leadership Competency
Community College Advocacy (continued)

Professionalism
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Prepared/
Well-Prepared
(Percent)

Important/
Very Important
(Percent)

Use influence and power wisely in facilitating the
teaching-learning process and the exchange of
knowledge.

80.7

88.4

Weigh short-term and long-term goals in decision
making.

81.5

90.1

Contribute to the profession through professional
development programs, professional
organizational leadership, and
research/publications.

60.5

69.4

AACC Leadership Competency

Professionalism (continued)
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APPENDIX D
Hassan (2008) and Kools (2010) Dissertation Study Findings
Table D1
Mean Ratings of Importance
Hassan

Kools

Overall
Responses
(Avg. Mean)

Small,
Rural
(Mean)

Large,
Urban
(Mean)

Organizational Strategy

4.5

4.44

4.53

Assess, develop, implement, and evaluate strategies
regularly to monitor and improve the quality of
education and the long-term health of the
organization.

4.6

4.59

4.70

Use data-driven evidence and proven practices
from internal and external stakeholders to solve
problems, make decisions, and plan strategically.

4.4

4.33

4.57

Use a systems perspective to assess and respond to
the culture of the organization; to changing
demographics; and to the economic, political, and
public health needs of students and the community.

4.2

3.85

4.30

Develop a positive environment that supports
innovation, teamwork, and successful outcomes.

4.9

4.81

4.70

Maintain and grow college personnel and fiscal
resources and assets.

4.6

4.52

4.22

Align organizational mission, structures, and
resources with the college master plan.

4.6

4.56

4.70

AACC Leadership Competency
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Hassan

Kools

Overall
Responses
(Avg. Mean)

Small,
Rural
(Mean)

Large,
Urban
(Mean)

Resource Management

4.3

4.32

4.26

Ensure accountability in reporting.

4.5

4.56

4.35

Support operational decisions by managing
information resources and ensuring the integrity
and integration of reporting systems and databases.

4.0

4.00

4.13

Develop and manage resource assessment,
planning, budgeting, acquisition, and allocation
processes consistent with the college master plan
and local, state, and national policies.

4.2

4.22

4.39

Take an entrepreneurial stance in seeking ethical
alternative funding sources.

4.1

4.33

4.04

Implement financial strategies to support programs,
services, staff, and facilities.

4.5

4.59

4.39

Implement a human resources system that includes
recruitment, hiring, reward, and performance
management systems and that fosters the
professional development and advancement of all
staff.

4.4

4.41

4.22

Employ organizational, time management,
planning, and delegation skills.

4.0

4.07

4.17

Manage conflict and change in ways that contribute
to the long-term viability of the organization.

4.5

4.41

4.39

AACC Leadership Competency
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Hassan

Kools

Overall
Responses
(Avg. Mean)

Small,
Rural
(Mean)

Large,
Urban
(Mean)

Communication

4.5

4.51

4.54

Articulate and champion shared mission, vision,
and values to internal and external audiences,
appropriately matching message to audience.

4.7

4.63

4.7

Disseminate and support policies and strategies.

4.0

4.19

4.13

Create and maintain open communications
regarding resources, priorities, and expectations.

4.6

4.62

4.7

Convey ideas and information succinctly,
frequently, and inclusively through media and
verbal and nonverbal means to the board and other
constituencies and stakeholders.

4.6

4.30

4.57

Listen actively to understand, comprehend,
analyze, engage, and act.

4.6

4.59

4.52

Project confidence and respond responsibly and
tactfully.

4.7

4.74

4.65

Collaboration

4.3

4.31

4.38

Embrace and employ the diversity of individuals,
cultures, values, ideas, and communication styles.

4.3

4.22

4.35

Demonstrate cultural competence relative to a
global society.

3.7

3.74

4.13

Catalyze involvement and commitment of students,
faculty, staff, and community members to work for
the common good.

4.3

4.35

4.26

AACC Leadership Competency
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Hassan

Kools

Overall
Responses
(Avg. Mean)

Small,
Rural
(Mean)

Large,
Urban
(Mean)

Build and leverage networks and partnerships to
advance the mission, vision, and goals of the
community college.

4.4

4.33

4.39

Work effectively and diplomatically with unique
constituent groups such as legislators, board
members, business leaders, accreditation
organizations, and others.

4.7

4.63

4.7

Manage conflict and change by building and
maintaining productive relationships.

4.5

4.33

4.48

Develop, enhance, and sustain teamwork and
cooperation enhance

4.5

4.54

4.52

Facilitate shared problem-solving and decisionmaking.

4.3

4.37

4.22

Community College Advocacy

4.5

4.49

4.47

Value and promote diversity, inclusion, equity, and
academic excellence.

4.6

4.44

4.48

Demonstrate a passion for and commitment to the
mission of community colleges and student success
through the scholarship of teaching and learning.

4.7

4.63

4.55

Promote equity, open access, teaching, learning,
and innovation as primary goals for the college,
seeking to understand how these change over time
and facilitating discussion with all stakeholders.

4.5

4.33

4.39

AACC Leadership Competency
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Hassan

Kools

Overall
Responses
(Avg. Mean)

Small,
Rural
(Mean)

Large,
Urban
(Mean)

Advocate the community college mission to all
constituents and empower them to do the same.

4.5

4.52

4.57

Advance life-long learning and support a learnercentered and learning-centered environment.

4.4

4.41

4.3

Represent the community college in the local
community, in the broader educational community,
at various levels of government, and as a model of
higher education that can be replicated in
international settings.

4.6

4.59

4.57

Professionalism

4.4

4.32

4.39

Demonstrate transformational leadership through
authenticity, creativity, and vision.

4.5

4.59

4.52

Understand and endorse the history, philosophy,
and culture of the community college.

4.2

4.41

4.26

Self-assess performance regularly using feedback,
reflection, goal-setting, and evaluation.

4.2

4.33

4.3

Support lifelong learning for self and others.

4.2

4.19

4.17

Manage stress through self-care, balance,
adaptability, flexibility, and humor.

4.4

4.04

4.48

Demonstrate the courage to take risks, make
difficult decisions, and accept responsibility.

4.9

4.67

4.7

AACC Leadership Competency

Community College Advocacy (continued)
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Hassan

Kools

Overall
Responses
(Avg. Mean)

Small,
Rural
(Mean)

Large,
Urban
(Mean)

Understand the impact of perceptions, world views,
and emotions on self and others.

4.2

4.15

4.27

Promote and maintain high standards for personal
and organizational integrity, honesty, and respect
for people.

4.9

4.93

4.95

Use influence and power wisely in facilitating the
teaching-learning process and the exchange of
knowledge.

4.5

4.26

4.48

Weigh short-term and long-term goals in decisionmaking.

4.4

4.3

4.22

Contribute to the profession through professional
development programs, professional organizational
leadership, and research/publication.

3.9

3.7

3.91

AACC Leadership Competency

Professionalism (continued)
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APPENDIX E
Use of Survey Instrument: Christopher Duree, Ph.D.
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APPENDIX F
Duree’s (2007) Survey Instrument
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APPENDIX G
Pearson Product-Moment Correlation Coefficients (r) and Unstandardized (b) and
Standardized (Beta) Regression Coefficients: Composite Mean Ratings of
Importance
Table G1
Pearson Product-Moment Correlation Coefficients (r) and Unstandardized (b) and
Standardized (Beta) Regression Coefficients: Communication Leadership Competency
Area (n=102)
Model

(r)
(Constant)

Unstandardized
Coefficients
b
Std. Error
3.681
.340
-.005
.006
.202*
.075

Standardized
Coefficients
Beta

Age
.104
-.094
Female a
.299
.275
Full-time equivalent
-.069
.105
-.085
(FTE) Enrollment: < -.177
b
2,500
Full-time equivalent
(FTE) Enrollment:
.169
.085
.099
.109
5,001 – 10,000b
Full-time equivalent
-.015
.114
-.015
(FTE) Enrollment: > -.034
b
10,000
Structure of
Institution:
.020
.034
.074
.046
Nonunionc
Years of Experience:
Other Academic
Administrative
.277
.001
.005
.018
Positions
Years of Experience:
Academic Affairs
.115
-.001
.007
-.019
Officer
a
Reference group is males. bReference group is institutions with a full-time equivalent
(FTE) enrollment of 2,501 to 5,000. This group was chosen as the reference group
because it is the institution size that employs the largest percentage (32.4%) of
respondents from this study. cReference group is institutions that are unionized.
*
p < .05.
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Table G2
Pearson Product-Moment Correlation Coefficients (r) and Unstandardized (b) and
Standardized (Beta) Regression Coefficients: Community College Advocacy Leadership
Competency Area (n=102)
Model

(r)
(Constant)

Unstandardized
Coefficients
b
Std. Error
3.188
.421
.003
.007
.207*
.093

Standardized
Coefficients
Beta

Age
.375
.054
a
Female
.270
.230
Full-time equivalent
(FTE) Enrollment: < -.184
-.116
.130
-.115
2,500b
Full-time equivalent
(FTE) Enrollment:
.165
.089
.122
.093
b
5,001 – 10,000
Full-time equivalent
(FTE) Enrollment: > -.057
-.059
.142
-.051
10,000b
Structure of
Institution:
-.003
.035
.092
.038
c
Nonunion
Years of Experience:
Other Academic
Administrative
.201
-.003
.006
-.066
Positions
Years of Experience:
Academic Affairs
.070
-.005
.008
-.069
Officer
a
Reference group is males. bReference group is institutions with a full-time equivalent
(FTE) enrollment of 2,501 to 5,000. This group was chosen as the reference group
because it is the institution size that employs the largest percentage (32.4%) of
respondents from this study. cReference group is institutions that are unionized.
*
p < .05.
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Table G3
Pearson Product-Moment Correlation Coefficients (r) and Unstandardized (b) and
Standardized (Beta) Regression Coefficients: Professionalism Leadership Competency
Area (n=102)
Model

(r)
(Constant)

Unstandardized
Coefficients
b
Std. Error
2.915
.378
.006
.007
.140
.084

Standardized
Coefficients
Beta

Age
.469
.109
a
Female
.210
.171
Full-time equivalent
(FTE) Enrollment: < -.266
-.117
.117
-.129
2,500b
Full-time equivalent
(FTE) Enrollment:
.237
.181
.110
.207
b
5,001 – 10,000
Full-time equivalent
(FTE) Enrollment: > .041
.083
.127
.078
10,000b
Structure of
Institution:
.030
.055
.082
.065
c
Nonunion
Years of Experience:
Other Academic
Administrative
.260
-.004
.005
-.103
Positions
Years of Experience:
Academic Affairs
.099
-.004
.007
-.063
Officer
a
Reference group is males. bReference group is institutions with a full-time equivalent
(FTE) enrollment of 2,501 to 5,000. This group was chosen as the reference group
because it is the institution size that employs the largest percentage (32.4%) of
respondents from this study. cReference group is institutions that are unionized.
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APPENDIX H
Pearson Product-Moment Correlation Coefficients (r) and Unstandardized (b) and
Standardized (Beta) Regression Coefficients: Composite Mean Ratings of
Preparation
Table H1
Pearson Product-Moment Correlation Coefficients (r) and Unstandardized (b) and
Standardized (Beta) Regression Coefficients: Organizational Strategy Leadership
Competency Area (n=102)
Model

(r)
(Constant)

Unstandardized
Coefficients
b
Std. Error
1.896
.514
*
.024
.009
-.005
.114

Standardized
Coefficients
Beta

Age
.015
.313
Femalea
-.004
-.004
Full-time equivalent
(FTE) Enrollment: < .014
.127
.159
.105
b
2,500
Full-time equivalent
(FTE) Enrollment:
-.009
.118
.150
.102
5,001 – 10,000b
Full-time equivalent
(FTE) Enrollment: > .056
.172
.173
.121
b
10,000
Structure of
Institution:
-.119
-.112
.112
-.102
Nonunionc
Years of Experience:
Other Academic
Administrative
.409
-.009
.007
-.165
Positions
Years of Experience:
Academic Affairs
.410
-.006
.010
-.071
Officer
a
Reference group is males. bReference group is institutions with a full-time equivalent
(FTE) enrollment of 2,501 to 5,000. This group was chosen as the reference group
because it is the institution size that employs the largest percentage (32.4%) of
respondents from this study. cReference group is institutions that are unionized.
*
p < .05.
182

Table H2
Pearson Product-Moment Correlation Coefficients (r) and Unstandardized (b) and
Standardized (Beta) Regression Coefficients: Resource Management Leadership
Competency Area (n=102)
Model

(r)
(Constant)

Unstandardized
Coefficients
b
Std. Error
2.329
.594
.010
.010
.110
.132

Standardized
Coefficients
Beta

Age
.317
.111
a
Female
.077
.089
Full-time equivalent
(FTE) Enrollment: < .074
.094
.184
.069
2,500b
Full-time equivalent
(FTE) Enrollment:
.047
.052
.173
.040
b
5,001 – 10,000
Full-time equivalent
(FTE) Enrollment: > -.177
-.230
.200
-.144
10,000b
Structure of
Institution:
-.056
-.038
.129
-.031
c
Nonunion
Years of Experience:
Other Academic
Administrative
.288
-.005
.008
-.070
Positions
Years of Experience:
Academic Affairs
.471
.001
.011
.011
Officer
a
Reference group is males. bReference group is institutions with a full-time equivalent
(FTE) enrollment of 2,501 to 5,000. This group was chosen as the reference group
because it is the institution size that employs the largest percentage (32.4%) of
respondents from this study. cReference group is institutions that are unionized.
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Table H3
Pearson Product-Moment Correlation Coefficients (r) and Unstandardized (b) and
Standardized (Beta) Regression Coefficients: Communication Leadership Competency
Area (n=102)
Model

(r)
(Constant)

Unstandardized
Coefficients
b
Std. Error
2.854
.467
.014
.008
.085
.103

Standardized
Coefficients
Beta

Age
.118
.205
a
Female
.134
.086
Full-time equivalent
(FTE) Enrollment: < -.093
-.245
.144
-.222
2,500b
Full-time equivalent
(FTE) Enrollment:
-.066
-.218
.136
-.208
b
5,001 – 10,000
Full-time equivalent
(FTE) Enrollment: > -.061
-.244
.157
-.189
10,000b
Structure of
Institution:
.002
.062
.102
.062
c
Nonunion
Years of Experience:
Other Academic
Administrative
.258
-.007
.006
-.137
Positions
Years of Experience:
Academic Affairs
.192
-.006
.009
-.071
Officer
a
Reference group is males. bReference group is institutions with a full-time equivalent
(FTE) enrollment of 2,501 to 5,000. This group was chosen as the reference group
because it is the institution size that employs the largest percentage (32.4%) of
respondents from this study. cReference group is institutions that are unionized.
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Table H4
Pearson Product-Moment Correlation Coefficients (r) and Unstandardized (b) and
Standardized (Beta) Regression Coefficients: Collaboration Leadership Competency
Area (n=102)
Model

(r)
(Constant)

Unstandardized
Coefficients
b
Std. Error
2.225
.452
.018*
.008
.184
.100

Standardized
Coefficients
Beta

Age
.073
.260
a
Female
.211
.190
Full-time equivalent
(FTE) Enrollment: < -.146
-.156
.140
-.145
2,500b
Full-time equivalent
(FTE) Enrollment:
.085
.007
.131
.007
b
5,001 – 10,000
Full-time equivalent
(FTE) Enrollment: > -.067
-.145
.152
-.115
10,000b
Structure of
Institution:
.038
.105
.098
.107
c
Nonunion
Years of Experience:
Other Academic
Administrative
.333
-.007
.006
-.141
Positions
Years of Experience:
Academic Affairs
.245
-.003
.009
-.034
Officer
a
Reference group is males. bReference group is institutions with a full-time equivalent
(FTE) enrollment of 2,501 to 5,000. This group was chosen as the reference group
because it is the institution size that employs the largest percentage (32.4%) of
respondents from this study. cReference group is institutions that are unionized.
*
p < .05.
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Table H5
Pearson Product-Moment Correlation Coefficients (r) and Unstandardized (b) and
Standardized (Beta) Regression Coefficients: Community College Advocacy Leadership
Competency Area (n=102)
Model

(r)
(Constant)

Unstandardized
Coefficients
b
Std. Error
1.983
.502
.026*
.009
.206
.111

Standardized
Coefficients
Beta

Age
.001
.336
a
Female
.200
.188
Full-time equivalent
(FTE) Enrollment: < -.106
-.065
.155
-.053
2,500b
Full-time equivalent
(FTE) Enrollment:
-.019
-.017
.146
-.014
b
5,001 – 10,000
Full-time equivalent
(FTE) Enrollment: > .027
-.027
.169
-.019
10,000b
Structure of
Institution:
-.130
-.073
.109
-.066
c
Nonunion
Years of Experience:
Other Academic
Administrative
.175
-.003
.007
-.045
Positions
Years of Experience:
Academic Affairs
.455
-.005
.010
-.058
Officer
a
Reference group is males. bReference group is institutions with a full-time equivalent
(FTE) enrollment of 2,501 to 5,000. This group was chosen as the reference group
because it is the institution size that employs the largest percentage (32.4%) of
respondents from this study. cReference group is institutions that are unionized.
*
p < .05.
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Table H6
Pearson Product-Moment Correlation Coefficients (r) and Unstandardized (b) and
Standardized (Beta) Regression Coefficients: Professionalism Leadership Competency
Area (n=102)

Model

(r)
(Constant)

Unstandardized
Coefficients
b
Std. Error
2.213
.452
*
.020
.008
.066
.100

Standardized
Coefficients
Beta

Age
.018
.300
Femalea
.069
.070
Full-time equivalent
(FTE) Enrollment: < -.015
.008
.140
.008
b
2,500
Full-time equivalent
(FTE) Enrollment:
.027
.039
.132
.039
5,001 – 10,000b
Full-time equivalent
(FTE) Enrollment: > -.059
-.074
.152
-.060
b
10,000
Structure of
Institution:
-.019
.023
.099
.024
Nonunionc
Years of Experience:
Other Academic
Administrative
.460
-.005
.006
-.101
Positions
Years of Experience:
Academic Affairs
.391
-.005
.009
-.061
Officer
a
Reference group is males. bReference group is institutions with a full-time equivalent
(FTE) enrollment of 2,501 to 5,000. This group was chosen as the reference group
because it is the institution size that employs the largest percentage (32.4%) of
respondents from this study. cReference group is institutions that are unionized.
*
p < .05.
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